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me

The measurements of this discontent are not to be found in the
individual's estimation of whether or not she was discriminated against
or treated differently because of her sex. With rare exceptions, none
will ever really know. Those women who have given little conscious
thought to the possibility of discrimination will never be aware of the.
subtle ways in which it molds their lives. They will either be satisfied
with their lot or will attribute such dissatisfaction they may feel to
'perSonal failings and extraneous causes. Those who are conscious
are;dcibmed to live in a world of everlasting doubt. For it is the very
inability to know whether a particular act by a particular person was
an act of discrimination which makes being a woman in this society and
on this campus so damning and so damaging. To go through liie never
really knowing whether one is seen,priniarily as an individual or as a
category; to engage in one's work with questions as to how much it will
be judged strictly on its merit and how much as the product of a member-
of a group; to be unable to say that one, is treated the same as others

e' .About hidden biasthese uncertainties in themselves wreak their own
havoc regardless of what the real situation may be. It is because of

-. these uncertainties that an-avowedly sex-blind attitude isnot sufficient.
The University, its ttudents,' anclitalaeulty are all parrof society.
For the University to say it ignores general social'attitudes.is only to
reinforce them. They must be deliberately and effectively countered
or they will continue to impose themselves On all of us. 'The result
will not only be a loss of talent to the. University; bur an even greater
loss to:women themselves.

Jo Freeman

(Excerpt from "Women in the dniversity of Chicago. Report of the
Committee on University Wo n,",/ Chicago University, Illinois,
May 1, 1970, p. 122. ERI 'RepOrt No. 04315374
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HIGHLIGHTS OF STATIJS'Ifir ST UDY

As few women occupy the top rank at Fairleigh Dickinson Universitt

as men occupy the bottom rank.

. No campus is exempt from manifestations of discrimination in,rank7-

Madison, fewest Professors; Rutherford, most Instructors; Teaneck,

higlOstpAoPortion of Assistant Professors.

Women in:the lowest ranks perceivedthe least amount of discrimination.

.=
: Higher ranked women tend to be more aware of women clustering at

bottom levels.

Few married women were aware of differences' in career-home burdens

between men and women.

. Lack of sex awaren6::s marked choices of major, career or graduate

school.

Role models are essential to stop channeling women into "female"

field ,gad to open alternative life sequence.

Whether single or married, women suffered sex discrimination.

Young married women need societal acceptance achildlessness or

aid with child- rearing.

. iv
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. Pro-rated, part-time full status posit

el

re essential to encourage

married women with children t pursue their career.

I

Women faculty prefer teaching over xtriting research or committee

ork.

. Women need encouragement to serve as depaxtment heads, on important

committees, obtain grants or publish.

. Political favoritism is more widely perCeivedeby women facility than

sex discrimination.

. Advisement falls' more heavily on women than men within departments

of the University, whereas reimbursed or more prestigious

activities accrue more to men.

Officespace, secretarial help and Office equipment are more generous

in male-do.ninated departments and often to within mixed

departments.'

Men were elected 9 out of 10 times to committee positions--ei-cept

secretary !

Even women chairpersons suffered social inequalities.

Women are caught between the desire to be feminine, and the need to

.,Aggressive.

'rred at initial hiring. . . . Women's salaries, are lower
. .

initially.



. Men get promoted even when they are Tess qualified than women.
.

V

. Women are-less knowledgeable about how to negotiate for themselves.

. Women are perceived not to need money; promotion ortenure as

much as men.

. Pluralistic ignorance prevails, preventing class consciousness from

arising. -*

"Hire a Teaneck hOusewife with a Ph.D. "--paradigm for sex discrim-

/

. "Women are invisible in administration."
-

"Women are not supposed to want promotiOn. They are held at

Assistant Professor ranic, while men withoutihe doctorate

are prOmoted."

Women get terminated for beingSo impressive.

Fifteen per cent of the respondents had fought termination and won.

. Wonien believe, that no special efforts are being made to locate women

for faculty on administrative posts.

Over the past five years, the proportion of initial hirings of viomen

has 'declined.

vi
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. 'Proportionatelyhfar more women are hired at,the Instructor level than
.

at any higher level. .

. The Ph.D. is of irirtually.no advantage to women; while it correlates

with male promotion, it holds no such indication for women.
A

Lack of the doctorate, however, exposes women to far greater

. penalties than men.

. The average salary differential. between men and women at Fairleigh

Dickinson University in 19 72-73.was $2,198.00 or 12.4 per cent.
9 ,

The largest gap was at Teaneck, with $2,946.00; Madison, ,

$1,867,00; and Rutherford, $1,351.00.

Over 5 years, 'there is no rank at a,ny e-ampas where women's average .

salaries,have matched men's average salaries.
,. .

Neither age, years in tank, or the doctorate explain'the difference in
-..__-, ___

salaries between men and women.

. The chalice's of a woman gaining tenure are less likely than a man,

-- -1
since fewlaculty at rnstructor or ASsistant rank receive

, .

tenure., . ..

..1

, .
The under-representation of wom en is maintained through low initial

f . 4tIl

appointments; high termination rates and few women given

. tenure.

4

vif .

.

v ,

I. , 4. i.

:-.



8

a

Fewer women than men tend to take their case rievance.

Anti-nepOtism policies were favored by women to end Poll

"droonyism" but not 'to prevpnt faculty wives from holding

,full:time positions.

. Liberalization of policies *affecting maternity leave, sick leave,

hospitalization and equal benefits for men and women in

pension and retirement plans, were favored by .rnest women.

Women who felt men had easier access to ty dVel to Conferences,

leaves, sabbaticals, research grants and publication,

, ,
, ,

. ,

attributed ,,it to women's greater responsibility for home ,
. ,.

and family and to the "buddy" system favoring men.

. Most women felt the women's movement had improved the

)

awareness of the status of women in academq.

9.

0 0 .
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Background '

Higher education-for women has been available
0

in the United States sinCe. the middle Of the nineteenth
_

century'. But women halle never had more than a
A

tentaTive foothold in- academe except as tuition
-,,---. '

paying undergraduate- students: The...overriding fact.

,

cconcerning women in 'academe
,

is their under-repreent4,

anon among griduate stOdellts, facuffity and administrator
.

The attrition of women pursuing ,higher education

begins tmediatelyafter -high schoorgradua,tion.

Table 1 shows that 50.11", of high school graduates

are women but Otey'cbmprise only 44.7c,; of college

freshmen; 434 of those,earr.inq bachelor's degrees;
,

-39.6d of those earnir.g maser's degrees; and 13.3%.

_of those earning doctoraldegrees.2"

t

4

/A
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While there is some approximation of bal up to and

_including the MI. A. line, just at the demarcation pofnt

for academic achievement, the proportion of women coripleting

higher degr'e'es falls, off.

Table 1. Earned Degrees and First-Time Enrollees in

Institutions of Higher Education by...eevel of Study and

Sex:' 1970

Earned Degrees and.
Enrollment Total

.High,school graduates,
1969-1970 2,906,000.

First-time enrollees
in institutions of
higher education,
1970 1,775,158

Bachelor's degrees
requiring four or
Jive years, 1969-1970' 752,316

Second. -level (master's) A

degrees, 1969-1970 :208,211

'Doctoral degrees (Ph.D.,
Ed.D., Eng.D.,

. 1969-1970 29,866

Men Women
Percent
Women

1,439,000 1,467,000 50.4

981,154 794.,004 . 44.7

451,097 341,219 43.0

125,624 82,667' 39.6

25,8-90 3,976 . 13.3 ..

Source:. U.S. Department of Health, Educatin and Welfare
1972: 51, 69, 90. (p. 56 Rpssi for citation)

`factors other than,intellipence,must then be responsible,

sihce proportions...up to and including the M.A. remain closely

i n balance.' Because the Ph.D. is considered the sine qua non

of academic aWevement, forces which suppresi the achieiement

cathePh.I4m4t,hein.oixerationwithinthe,.iversity111
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and OeratC to discourage women from pursuit of the'Ph.D..
.

This attrition cannot he attributed to inferior

academi performance.- The American Councils, on Education

has conducted surveys which show that women's hiah .school

NJ

1

academic records are consistently superior to those of

raduates. Far more womerCti.ian men- -have

averages of B plus or better or were in the top quarter

of their class. 3%

This record of academic achievement continues into

colleoe (28.6% of.freshmen women earned a grade point

average of B or higher compared'to 19,6% of freshmen men.)

Table.2. Grade Point Average during First Yeaof

..,College by Sex:" 1966',1967

Gr. Pt. All Inst.
Ava. m sr

A- or .

better /.9 5.4.

B or 8+ 15.7 23.2

B- 14.0 16.5

..C+ 22.1 22.0

34.3' 27.6

D 9.9 5.2

4.

'Source: Bayer et al. 1970:19
(p..4:2 Rossi

18
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The same pattern continues into graduate school.

Among women graduates in 1969 who went on to graduate

school, 37% of women cOmplared to 26% of men had undergraduate

grade point averages of A-,or better.4

7

Table 3. Undergraduate ,Grade Point Averages of

American Graduate Students in Ph.D.'Programs, by

Sex.

,Undergraduate Grade
Point-Average

4

Men Women Total

A or A+ 9.7 13.8" 10.7

A:
.

16.2 23.1
.1

17.9

B+ 22:6_a 29i4 24.2

- 18.0 . 16.6 . 17.7

BI-..
t 17.1 ) 0.7 15.5

.C+ 13.4 5.7 11.5

C or below 2.9 0.8 ."" 2.4

Source: Creager 1971:45
(p. 42 Rossi)

.The recently issued Carnegie CommiSsion Report

-0111 4port-un-4tiet for Women in -Higher Education states

the extent of our deplorable waste of human resources.

A Substantial proportion_ of the intellectual
talent of woven has been and is being lost
to society as_a result of cultural circumstances.
Men are elven comparatively more 'oportunities
to use their mental capacities.

19.
0
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The supply of superior intelligence is-limited
And the demand for it in society is ever
greater. The largest unused supply is found
among women. 5'

Our society has c.hannelcd women from early

childhood toward women's traditional role -

marriage and children - and away from professional

achievement. Conditioning has nurtured the illusion that

the two options are mutually exclusive and if women

try to combine family and career, one area or

M1 suffer. Women from minority groups and/or

lower socio-economic status are more traditionally

oriented and confronted by even greater hurdles in

acquiring higher education. Inner-directed women

who have defied the conventional wisdom and persiste4 in

pursuit of professional goals often find that they and

their aspirations are not taken seriously. piscriminatibn

against them assumes forms as subtle as the'use of the

generic term "man", which makes women invisible, and as

overt as demanding that women meet-higher gtandardis 'of

.performance for lower.salaries than their ale colleagues

. in academe. 6

The societal demainds on academic ti omen have been,

mbre.burdensOme than Chase _ - -on their mare counterparts.

't

Women, have had respons'ibility for the physical _cat-401_

their families and also for the discharge of their profession-

al responsibilities at the .level performance and

productivity expected of men. Women,, in effect, have

20
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performed,two full -time jobs and are ekpected to be

grateful for the pportunity'to perform the one outside

the home. Such demands. have led to role ambivalence,,

time/ fragmentation and .hav c nstantly placed women

athe center of the home-ca eer conflict.

This conflict has flu tuated slightly over the

years, depending. on,society's-woman-power priorities

at a givpn time, including pursuit of the doctorate.

Yet, in relative terms, women have lost ground in the

percentage of doctoral degrees granted in the 'last

fifty In t early 1920's' women were granted

16% gf all doctora es. The Mjgh of 20.45 was reached

in 1945 and fell, to a low of 9%. during the home-centered

.1950's.

Institutional Barriers to Women as Students:
. ,

,In-addition to barriers raised by female.condition-
. .t

ing, academic institutional barriers have been raised

against women.

Admission standards are gederally higher for

women .than for men at both the undergraduate and

grAduate levels. °

Financial aid is more readily given to men

than to women. One national survey of 1969-70
. ,

college sophomores who were full-time students

-qound fhpt even when- financial aid was awarded to.

women by-institutions, it averaged &518.-00-for-women

21.
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compared to 'S765.00 for men', 9

At 'the gradu.ate level , vomen,gradAtes are
. /

oft410 outside' the infoi.mal channels through which word
1

ofavailahle fellowship and grant 'funds is spread.

Through lack of awareness of opportunity, women do

not ap-ply in numbers relative to their qualification.

In 972:73 about 80% of the nation's most pretigious

fellowships and awards ent to men. Women were also under-

represented on selection committees. Many had,no WOMQA,

members. 10

Part -tine, students_ are almost automatically cut

off from any finaKcial assistance. :This disCrimin-ates-------

against women who would liko to combine studry with

raisincrily and en inst the increastng nymber of
^

Young. husbands and wives attemptina to-share familial

responsibilities oually. "Practically' arll federal

scholarship and loan aid goes only,to full-time students.11

Even thou h women fellowship applicants are more qualified,
,

thl1n e applicants as a group, they are much lest

likely-to be recipients of fellowship aid.12

Student Counseling, College advisors have

e

. l_l
.r 4

. ,

been klifon to counsel women away from rigorout,,flmasculine"
t , A , .6.,

courses 01 study (i..4, business administration, engineering,
er

medic a and 'dentistry). This has led to sex-segregated

d rtments ancr'sex-stereotypinq pf certain professions

and an'absence of female role model.S in these areas.

22
1
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In some cds.es_ women have been counseled -away from -

.',.- advanced work of any kind a-nd therefore away from

-J
professionali-S.

. .

Campus services directed.to.women'.S needs ,
. .

..
.

have been largely ignored. These include gynecologital .

services in University health centers and child care

centers.,

Curriculum has subjedted women to a concentrated
1.

dosage of material filtered through an e>;c4usively.

male .perspective. Spciolo6y, his.tory, econoirlis,

psychology,'literature and religion'have :largely

overlooked the oppression of women and-their human need's
.

and ignored their initiative and creativity.

College and University'professors,place
heavy emphasis on the cultive,and a.thievemffnts
of white males, which may contribute to the-
motivation of white male students, 14a -dampens
the motivation of blacks and women who bear
instead. the implicit message: 'You do not belong
among, those whvm6ke important decUion,s for or
'significant contributions to society... If you
try to become something other than a housewife

.or-low-income worker you will pe unsuccessful.' 13.

Institutional Barriers to Women, As Faculty

Asa faculty member the aca-demIt Ooman encouriters

discrepancies in relation to her male colleagues in
.

the following areas: percentage,of'faculM,'employment

levels, promotion, salaries tenure and-cronyism...'
.

Percentage of fgdult Nationally women. comprise

1,9% of college faeulty even though the base recruitment,
r,

pool from which aspiration to professorship would' occur

-2,3
#.'



9

contains almost one-half females. (Sudra, Table 1)
. ,

At "elite" schools their number is only about 9%. When

a give.n institution has undertaken to determine whether

. women are under-represented, there has been a tendeney to

make the comparison. with cOmparable schools. This,

tends to reinforce the preconception that

since others are similar, the 'situation here is

.ustified. Thus, the cycle continues and comparisons

tend to reinforce the status quo,1. 4

Rank. The distributio by academic rank of men

and women differt 'sharply.

Table 4. 'Academic Rank Distribution by Se* and Total

Faculty, Tiational Sample 1969 (irk percentages)

Rank Men

Professor' 24.5

Associate Professor 21.9

AsSistant Professor 28.2

Instructor 16.3.

Wombn , Total

9.4 21'.6

15.7 20.7

28.7 28.3

34.8 . 19.9

Source: BAYer 1970:13; P. 2'08 Rossi

While the percentage of men in each'rank is nearly

equal, 60% of women are clustered below the ra-nk'of

Associate:Profe9tor. *Table 5 shows that the proportion

of women,,at,the Instructor level has increased between

1959'and 19711 but all other levels women nave lost

ground. 24
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Table 5. Women as a Percentage of Faculty-Members

in fOur-Year Colleges and Universities

1959-60 196546 1971-72

All ranks 19.1 18.4 19.0

Professor 9.9 8.7 8.6

Associate Professor, - 17.5 15.1 14.6

Assistant Professor 19.4- 20.7

Instructor 29.3 32.5 39.4

Source: Mationaljduca ion Association 1972 p.13
The Carnegie Commission on Nigher- Education p.-2/7

On the average; women wh hold the same degrees

as men :have heen'hired, one ra k lower. Astin

Bayer, in a regression anal

-

If the same cr ia, ith the same weights,
were applied i rank to women as are _.
applied to-- verage compensato'ry in-
crdase i ank re ld.be from slightly below
to sowhat ve the Assistant Profe$sOr
level, an erage of one-fifth step. 15

Women are particularly inclined to tie' given marginal

appointments (part-time, non-ladder 'offs uilt-

in disadvantages:- very,lbw salar es, lack of fringe

benefit's, no access to tenure, etc.)

Partof the penalty.process is marriage, as illustrated'-i-
'by Astin and Bayer:

For women, advancement is facilitated by being
single oT'divorced (though ;divorce is less si-
nificant than not having mmried. Women.'
advance.up the ranks hest rf theylG have
fewer children or remain single,'

'
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motion. Those women, who do progreis through

the ranks do so at a significantly slower rate than

men. Robinson states that:

Every institutional analysis of promotion
that examined length of time in rank showed
that women progress through the ranks at
a significa tly slower rate than mew.17

In addition, The Carnegie Commission report cited

the Astin-Bayer a'nd Scott reports to show that:

In virtually all _Joublic institutions
and in many privy institutions that have for-
mal salary str tures, the discrimination does
not take t form of_paving a woman a lower
salary-tham -a-banwhen she is in the same

-ttep of the same rank, but it does t the
form of not moving 'her up through e steps
and ranks as quickly. 18

The Carnegie'report askS:

'-'!Ilow'ilbes this discl.Thination come atoutl'
'It is doubtful that it results from-deliberate

of toUle.ge and u versity adminis-
- ... tratorc to discriminate ainSt women, but

ratter from myria individual decisions
. within department ands. schools that doithe
dual recruitment and Selection of faculty.

--members (subject to subsequent administratfen
approval) and that initiate the 'recommendation
for increases and promotion.I9

Salaries. The table below showsthenational
0

variation io,ialarY by sex within rank at four'-year

rivate tilUtiens to. be from S568 for Instructors

to S2,468 at'the Professorial level. In an ad-

mittedly "extremely conservative" estimate of the,

extent of sex discOminattongin academe, Astin

Bayer found, in regressiOn analysis, that? none of

26 variables analyzed, such as publishing, doctorate,'

26
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years in academe, years at current institutions,

and research, explained the decree of variance in

salary differentials between men and women. In

order to compensate. women of equal rank; back-

ground, achievement and work settiog, a-n average

raise'of more than S1,00-0 would be required by

* 1968-69 standards. .An increase substantially

beyond 51,000 would be required to redress the:

amount of actual salary discrimination
attributable to institutional discrimina-
tion, restricted opportunity and unequal-
advancement'patterns.20

As Table 6 shows, at Universities men exceed

the .average salary, while women fall short by almost

S4,00n. This discrepancy is reflected consistently

at every rank, where men exceed and Women fall short

of the average 51ary

1:6

27
or

11:

.4

P

11.
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Tenure. Nationally, about 50% of all faculty men

but only 38%-of all faculty women-occupy tenured

positions. 75% of tenured Men -achieved tenure in

their forties. 55% of tenured women do licit achi'ekre

tenure until they are in_4,111ir fifties,21

-Although marital status has nothing to do with the

age at which n n receive tenure-, married women- mu-st.,..

usually wait longer than single W.omen and many-are-in

their sixties before tenure-it granted.' Once agaia.3

women -are penalized for their marital role.Uld in-
,

c.onjunifion- with, academic' role.e;--in contrast to men.

Ana: -

;.onte again, having children giv'es men an
edge in the-,,Attaipment of tenure, but penal-
izes womgn."

.
Crony.ism, usiriq he "old boy network" to

select candidates for academic appointments and _

pr000ttun% discriminates againSt women in academe.
. . ,

,It also tends to Create. feelings of frustration and
, .. .

.

isolation
.

among women,_fadmity *embers tinA,to ne,gae

the concept of the University-as a comminity of

scholars.

'Summary. Traditionally, the academic 'reward

'structure has been characterized by the variableis of

rank,salary and tenure, rather than the quality

of teaching interest and ability. In order to

reform the institution of higher education, further

29

4

40"

-
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understai dimi of institutional barriers to women

-achieving the traditional reWards is required. But

examination of the functions an,d dysfunctions of the

existing 'reward -s-thicture--is--also required to ft-_

prpve the effed-tr o-f= re process on students

f cu "at' geTsonnel, n

ultimate rec ipie'n't -Uf- ces.%_;,"

Federal. nuittelines for Affirmative Action

With the pro-mu-lgation of Executive Orders.

_ .
11246 and 11375 during- the Auh-nson_

followed by Executive Order 11478 signed by
e e

President tlfxon in 1969, and -Revised Order f4
o.

(part 60 -2), it became w9iT.-ftir--federal- n , --

tractors,. including Universi
.7

against any ,empleyee or applicant for empT

because of race, color, relinion, national o igin,

or sex. Federal .c.rttrators were ordered ake

a ff i rma -,action to, ensure that applicants. a
-

Dyed and that employees are treated during
4 -,-
23

t without regard ;to these factOrs%a
4 11.

4.4-41 AL 44,4,
A a prelimindry to the clevelogent of a

meaningful affirmative action program, the University

is required to survey and analyze the situation

which prevails at this institution. The following

\factors must- be determined:

4
S. 30

4'
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1) Is there any pattern of job classifi-

cation and assignment identifiable by

.sex or minority group?

2) Is there any job 'classification or

organizational unit where women-or

--minorities are not employed or are

-uader,71.1.tf Lized:?-t , _

--Are-there'fany-patterns in rate of pax,

,stttu4..i.-type- of appointment, termina-

on or rates of.advancenent Within job ;

cIassif-fca-tion- or organizational units

which are identifiable by sex ,or

minority group?

The F.D;U.-Board. nf,Tustees- adopted'the.

ollowl.ng Affirmative Action Policy Statement at a

meeting on September 12, 1973f. ,

'I

It is the policy and practice of Fairleigh
Dickinson Uniwersity to operate s an, equal
.opportunity employer. We will insure that

, all personnel actions such as recruiting,
hiring, promotion, compensation, benefits,
transfers, layoffs, University sponsored.
training, education, tuition 'assistance,

.

social and recreational programs will .be

-... ...--f-

D to t'
coo

r d on the basis of ability and
houit.regard to race, 'creed,

sex,'rejtigian, agte.i. natioilal origin,
or°/marito) stabs. .........'":

...,

* Under-utilization is defined in
the regulations es...uhaving fewer
women or. minorities in a part4cular
job than would reasonahly,be expected
by their availability:"

-4. _air_ 7,-
1
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We are and will continue to be responsive to
the affirmative action guidelines established_
by Federal Executive Order 11246 and other
related Federal and State statutes in carrying
Out this pblicy and practice.

Our commitment to the maxigum development
and utilization of our human resources means
that weare interpreting our affirmative action
program thrust in,the broadest possible sense.
Our institutional goal is the insuring of an
atmosphere in which all members of the Univer-
sity community cart grow and develop to their
fullest potential as human beings.

In a newsletter '(P0..; 76) of -September 19, 1973,

then President J. Osborn Fuller of F.D.U. announced'the
r.

formation of a seven member Affirmatiire Action Steering

Committee and charged it with the implementation of the

University's affirmative action. pan, as follows:,

As the phrase implies, -affirmative.aaion
reqUirestheUniversity-to4ake additional efforts
to recruit, employ;and-oromote_qualified members
of'groups formerly excluded. The premise'of the "
affiTmative action concept of the Exeeutive-Order
is that 'unless positive action is undertaken to ;

overcome the effects of systematic institutional
forms of exclusion and discrimination, a benign /(s.)
neutrality. in employment practice 0.11 tend to
perpetuate thestatus quo' ante indefinitely.

- *

44-

The'affirMative action concept .does not re-
. quire that Our University,emoloy or promote any

persons who are'unqualiffed.,.The Concept does
reqUire,,bowever, that any standards or criteria
which have had the effect of exclvding.omen and-

: minorities be eliminated, unless the University ---
can demonstrate_that such criteria are condi tionstions

.0f-,successful performante in the
posi.tOn . .

Pyrposes'of Study

It wis.against thistackgrood-of general7§bCcetal.-

concern for,thestatus of women and the aVelOpment of-

2
<

_
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an Affirmative Action Plan at this liniversity,that the

- 444'' 'Status of Wonen,study'vasflndettaken. Preliminary

statistical data revealed a pattern similar to the

national findings of differential salaries, rgnk and

tenure for women, relative to male colleagues. While

the percentage ofwonen on faculties has been found to

- be smallest at the "elite institutions",it is of

interest that at a four-year'"non-elite" priVate

university such as Fairleigh Dickinson, the percentage'

of women on faculty still does not exceed,20.5%.

Of a total-of 488 faculty members in 1972-73',.100 were

,woMen. Table 7 shows the distribution by rank and-

sex of F.D.U. Faculty, 15).72-1973.

4

1,

.

O



'10
4 - V

Table, 7

Distribution of Women and Men/
Pull-Tame Faculty, 1072-73

(In percentages) 4 -.-

.,

. .

N

Men
% of
Total

Women
% of ,

N Total Total

Professor 4 la,
Associate Professor 138

Assistant Professor 135

Instructor 31
iTiTotal

21.6 0 , , 9.0 93
35.6 29. , 29.0 . 167

34.8 43 4330 - 178

8.0 19 19.0 50

100.0 . 100 100.0 488 t

Total Facial ; 79.5% Men; .20.5% Women..

Madison Campus
'3.

Professor 12 12.5 11 4.8
Associate Professor 38 39.6 7 -4 33.3
Assistant professor 35 ;6.5 9 -'-' 42.9

' Instructor 11 11.4 4 10-. 0

Total 96 100.0 " 1 21 100;0

Total Faculty: 117; 82.1% Men; 17.9%,V /omen.

13 fessc
sociate Profess

ssistant Profes
structor

Total
, ,..

Rutherford Campus .e
13 i 14.6 - 2

32 36.0 , 12 ..,

34 i 38.2 13 '-
10 . 11.2 8 7

89 100.0 ' 35
.

Total Faculty: 124; 71.8% Men; 28.2% Women.

Teaneck CamtUs

,Professor . 59 29.1 6 13.7 65 ..

Associate Professor 68, 33.5 -1 10 22..7 78.

Assistant Professor 66 , 32:5 , 21 .. 47.7 8.7

Instructor 10 4.9 7 15.9 17

Total 203 100.0 44, '100.0 . 247

%

13

45
44
15

117

4

57 . 15'
34.3 44
37.1 47
22.9 18 ,

100.0 ., 124

r

Total*Faculty: 247; 22.2% Men; 17.8% w nOn.
4

- .,.

-. - I

8,
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As is the pattern in most academic insti

S

,-
tions, those

women who remained are clustered in_the lower anks".

Of the 100 total women faculty, the clustering at the

bottom is even more glaring: 8.8%, Professors;

28.4% Associate ProfessorS; 43.1% Aessi;tznt Prbfessors;

and 19.6% Instructors". ,Of the 78 women interviewed .

9.7% were Professors; 17.4.%-were-Associate Proesio:rs;

24.6% were Assistant Trofessors and 39.2% were-

Instructors. As few women occupy the top rank s rien

occupy the bottom rank. No,s,ampus is'exempI from .

.

discriminatory manifestation. Therefore, each campus'

may be examintd Separately to show that each one vary-

action.

ingly bears its burden of-noncompliance with affirmative

Each,campus show- s varying centers. of _gravity

of disriminatjon, forxample, Madison is worst,in t

representation_ of full Professors; Teaneck ismorst in

pting women from,Ass#stantTrofessor,to Associate
-

Pr fesor-; and .Rutherford retains the highest proportion

of women in the lOwest rank of_Instructor.
,

In order to probe beyond the surface- statis.tics,
4.

'howeve6 it was 'necessary to develbp qualitative"'

°
.

metKodoTogiesAl"ch would enrich our understanding

casual fa6tS-Rroducing such distinctiwe

patterns of under-utilizatibn of women.,

'The underlying assumption tf, the study, is that

without delibe'rAte,intent, .practices and procedures

arisen at evert level of the Uni ersity which

.? 3t-



-1

- 21

militate in favor of men, and which have became

institutionalledi-largelY without awareness of

administrators, fAc'ulty or students. Al though' these

practices may' havboriginated unintentionally, it is

1416(cusable that tfey continue with the change-5.1n

law-and tncreasdd:consciousness of,women's

liave emerged. use a inte

rights that

observation and 11tent anal tine incremental

dec1.s orrs made at eAch level should_beeameJlidrvisible.

___ t-41-e-mcz=eff:Ceive change,b-e4implemented.

Thespecial'ObjeCtivS of theoverall study

were:

a. To dete-rmine the status of women relative
. v

.,. . .
.

to menjM,onqi.. , pthe.facullyrofessional staff,
A,'

.

.-.; ..' ,
i

non-profeissianal staff, undergraduate and
,,

.
non - profe'ssi'onal

fat F.D.U.

b. To o btain perceptions,f differential

'bOavior toward women within the University.

c: To Rake recommendations-based on data cal-

.lectedto r_emave institutional barriers

and seek positiVe supportive measures to

theStatus'vf women at the University.,

II. DeliMitations
,

, , .

.... Phase 1 was restricted t6 06 in-depth interview

with full-time 'faculty women

The purOose of the interview was' to discover how

a,tall three campuses'.

-

,women facultyperceive their s'ta'tus Way; at. the:,

N. D^ '" tio

36
I * e **". **or **Vs i *

N 4r



University and in the larger academic community:

While the focus of this study is the roman faculty

member, insights drawn from these intervi 'ws might

be applicable in may repecfs.to their 'm le counter-

parts..

. `Future research might' reveal, for example, that

men faculty feel the .same tension between 'opportunity

for research and writing arid the primary activity
, .

of teaching. But it is the objective of this study

to reveal patterns hindering or aiding women at this

institution. A latelit cmseguence of discovering
IF

such,patterns could be gredtey opportunity for

men similarly situated as" well.
-h , -

Faculty perceptions will be ampared to analysis

of. statistics for the entire popujation,of men and

women full-time faculty at-the.UniversAy.

III. Description of Procedures

Interviews of full-time female faculty members

was completed during the Spring semester 1973.
1,

.

Sevsnteen women served as volunteer inte'rviewery

after attending a training session in the. objectives

of the project, purpoSeof the interview technique
'

-. .

and in the use of an. interview gbide devised for I
. ..

the purpose, In previous studies of other U6iversities,
. . .

some of the factor_,-,s found to contribute to salary,

.rank and tenure differentiation have been: doctorate,

r.es.earch and publication productivity, type of

institution, nUmbPr pf years in teaching Speciarriationt
. .

. . .. .

I

-
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gual jty, of-one't graduate intitution, career patterns,

fellowship ,support, marital status and number of

hildren. Therefore, tie 'intervieWAuide focussed on

these areas: (See AppendivforInterviewGuide)

IV. Sample Responding to IntrvieW

78% of the total pop6latio4 of 100 full-time

.faculty'women responded to the interview. :Only

10 women directly refused to be interviewed. Of

the remainder, 12% were inaccessible a. variety

of reasens. The data are reported in general to

preserve ,anonymity.

VI.- Perceptions of Discrimination

'Respondents were ked "their perceptions of the

relative freedom and opportunities off men and -women

in academia, in general, in the.ir field of specialtration, ,

at other institutio-ns, at F. D. U:, as faculties, as

trustees and administrators.' Their responses were

CITstified into five categories: (1) high degree of

discrimination, tn. general and'at F. D. U.;'(2) substantial

discrimination, in genera" and at F. D. U.; (3) moderate

distrimiutioo, sometnTlineral and at F. D. (4.) little

discrimination, some in general,,noneor little at. F:D'.U;

(5) no discrimination, in_general or at F. D. U. A.suillmary'

of tfie,p'erceptions of discrimination is presented in

Table 8.

.4 1

. ' -

7 41
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Table 8. :Perceptions of DiscriminWon Among Full-tjme

' Women Fa,culty at Fairleigh Dictinson University

1

tiadison

Rutherford

Teaneck

6%

15%'

23%

Total'
University 17%

2, 1 4 . 5

11% 33%- 28% 22

'8% 27% *2-I% 27%

9% 3-8% 21% 9%

9% 33% 23% 18%

Table 8 also indicates, the differences in .perception.

among.the campuses, with.Teaneck having the highest

proportion of high perceivers, radison the smallest

proportion of high perceiv 'ers, and Rutherford the

highest proportion of'low perceivers.,
4.

In an atteMpt to relate the Perceptions of dis-

crimination -to thefaclual status of women at all three

e
campuses, the medianiaisalary of full-time faculty 1972-73

were examined. (Averge salary data were explained in

98): The data show that a clear pattern of
,

4. ex differentiation exists in' relatfon to salary at all

',three campuses, yariging ,from SZOO to $1600.* The larigest

a-differeritiations between men -and women are found In t.40
./. v

, . :- ,
v - ,

,.. .....
Instructor -arldA;sOctoste J'rgfesson.raydelt- TeampbCkThed

1, ,
.r ,

v. ..-

'-' fkic%. ; ASsociate ProfeSser ranks at 01 three_campuses.
,. .... . ., ,

- \
, ,

. ,. ..

440 t

* The ex,ceptinrOs are in- the rehks of. Instr;uctor, ark!.
Assistant Professor at the -Puthprford;camp4s There
.womeT earn more thaw,men in -thp5e ranks," and in 'the' .

40,
rank of:1rofeitor atTearitick viitrtthere-Wijo dfffei.-
ential

- 39
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'Table 9

Median Salaries. of Full-Time Faculty; 1972-1973

25

(1) (2) (3) , (4) (5) .`

Sex
Total r ^

M Differonial
Faculty Mpn Women $ ' %

t.'s

Professor
Associate
Assistant
Instructor

$22,300
8500
14,900'
12,100

University

$21,700
-1,200
14,100
12,000

-

.t

-600
- 6.5

-800
-200

$22,300
17,300
14,900'
12,200

Madison Campus
.

Professor 21,900 22,100 -21,000 -900

Associate 18,100 18,500 17, 100 -1,400 ,

Assistant 13,700 '14,700, -' 13,900: -.800 ,

Instructor 12,100 .
12,100 11,50p -000

Rutberf9rd Campus .

Professor .2r,300 21,300 21,100' - r -200

Associate 18,500 18,700 , 17,500 .71,200

Assistant 14,600 14,500 15,200. +700

Instructor 12,3Q0 11,700 12, -71}8; "'- , +1,000

. t : 4.

Teaneelt Campus

Professor 22,100: 22,100 4 . 22,100 ' 6
Associate 18,530 18,900 r?17,300 -1,600 ".

Assistant 14,900 15,100 ' 14,100 -1,000

1, Instructor 12,000 c2 12,700 ..: - 11,100 , -1,600,

4
'..,

- 4.1
- 7.6
- '5.4
- 5.0

-

- 0.9,
- 6.4
+ 4:8
4, 7:9
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\

\
,The high perceptions of discrimination of

the Tanec!: women.mor'e nearly resemble their actual

status insofar as salary concerned, Compared

to'the tAad'iso,n women, whc do not perceive their

actual stat.0 . NThe ap ent simi)arity of the

lot.' perceptions cfdiscrimination,of Rutherford

women and their aCtu1 salary status should be'

considered in linht of another statistic. That is,

he relative prOportion of Omen in each rank

. at each campus show that k higher.Troportion of
. \

PutherArd wOmen are maintained at the rank of
,..

Instructor, althc4gh given hi,aher salarieS. (See

Table '7, p. 19).

\\-

Rank Correlated with Penteived Discrimination

mien rank was compared with the perceptioiisof,'
,

discriminations for the University, there was no

lear correlation between the degree of\discrimination\

P . ceived and rank,- except at the level of\ Professor,

Where highest percent pertecived discrimination.

However, thv Professor rank split into two extremes:
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half perceived strong discrimination, half perceived

little or no discrimination.

Table 10. Rank Correlated wifti Perceived Discriminatio-in

high - 46w
1 2 3 4 5

Professor 50% 0% 0% 25%

Assoc. Professor 18% 9% 27% 32% 14%

Asst. Professor 115: 49; 14% 17%

Instructor 18% '8% 15% 31% 3T

In general, the lower rahks perceived the least

amount of discrimination, with 62% of Instructors

perceiving little or n6 discrimination, compared with

315 of Assistant Professolq and 46% of Associate

Professort.

This pointt up the fact that at lower

institutional "revels throughout the society, whether:

academic or general societal thAre it,
.

-.an absolutely smaller perception of cdisadvantaged position.*

In fact, in the case of this study lower tanks also imply"

restricted interaction and inability to perceive the full

tent of disadvantage.. This confirmsthe sociological

find that a broad range of .interclass con -tacts .i.i

°essential erceptl-crrof onOt own, class.24 At

the high end of the scale, 2.7% of Associate Professors,
.

23% of inStAlCii44iid''billy-2a:if:Asscstant Professors.

fT: ;7, 42:
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perceived substantial to high discrimination., Thq lack

of correlation between actual rank and degree operceived

discrimination implies that they do not perceive their,

rani as evidence of sex discrimination. While it is

difficult to generalize because of the small numbers,

there isea tendency for higher ranked women to be more

aware of the clustering of other women in the lower ranks.

Nor does tenure distinguish those who perceive

a high dRgree of discrimination from those perceiviRg

little or none. Tenured women are.not more likely to.

perceive high discrimination whQn compared tlith- -their

non-tepured colleagues.-

Therefore, in order to understand the variation

perceptions-of,discriminatio9 it is necessary to

go beyond the traditional rewards of salary, rank,..

and tenure.

VII.. Sex Awaremess in Career Choices - Respondents

Were asked if they were aware of sex as a factor in
.

selecting their major,. graduate school and career.

'choice:

In most cases those who'perceived little or no

discrimination also saw, little or. no sex awareness

in their careermaior or graduate school choices.

They insisted .they chose their field because of

interest' only. However, many of those who perceived

Tittle or nakdiscrimination did indicate" keen aware-

nets of their sex in choosing women's schools; fields

431
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populated by women but led by men, (i.e., biology,
*

chemistry, business administratton or mathematics).

This,latter group, - women in largely mate fields,

pride themselves' on 'having met the challenge of.

being "one of the boys". Those.in the 'female"

professions felt cushioned from discrimination

because of their majority.

On the other hand, the tendency of those

perceiving sex awareness as a definite influenceon

their choice of 'careers, was to report a high degree

of perceived discrimination in academe in general

and at F.D.U. These women saw sex-segregated schools

as discriminating against women since the female

%.

Professions would seem to have lower status alno

with the women Who populated these fields.. The'male"

professionSwere seen to have channeled women out,

particularriTrom-medicine and law, and'foreed them
4

to settle for related fields such as biology, chemistry ..

or the social sciences. Women in these professions

who, perceived high discrimination and high sex aware-

ness cited difficulties mome'n have'in entering graduate.

'S'c'hool; ,male doubt of their seriousness and cpmmitment

to a career, and resentment by male graduate students
;

of tht exceptional female student', the "parcel4ing,:

out" of doctorates to "wOmen,who don't. need them as
' *4 ,

much as men".
y .

0 ,

+;

4

C,

4

,-,

45.-4a--- ----1- .
, .



I was told 'You don't need a degree' now.
You're young. You have-a job', a husband. ,

You're relatively wealthy.'
.

.. .

Another group oT women are those wha perceived

`Sex awareness with no discrimination because they are

benefiting froi the recent spurt of interest in re-/A

4.4riiiting women at higher levels. They are being,

encouraged and welcomed into professional schools

and administrative roles elsewhere and they are

\t planning to leave the University because they do

not see comparable opportunities ,here.

An unexpected finding to the Z)Astion testing

perceptions of sex awareness in making ..career choices
3,

was the large number of women at a university such

.

as Fairleigh Dickinson who had orininalty wanted to

lo into medicine. Some had progretsed.s far es pre-

4'

med sundergraduaite work; others had, been discouraged at

much' earlier stages. These data help explain the differ-

eences 'in the percentages of women in the millical pro-

fession in countries such'as,the Soviet Union, where

in 1963 75% of doctors were women,compared to the

United ttates where-i'n 1965 only .6.7% of doctor's were

women. Cultural misperceptions keep women-out of

fields in which' they flourish in otheor cultures.

(Medicine.is the area In Which the greatest difference

m.prevalls'between the Irrrd States and other countries
25

)-

4

45.-

4v,
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146men in our sample also relatest having been turned

atiaY'frqM chemistry," biochemistry, 'biology., international

diplomacy, law and art.. Those women who reporte having

been dissuaded from medicine, curioUsly enough, wound up

in a variety of other fields such a chemistry, language
.

English,-social sciences, physical education, fine arts

and bfology.k The reasons Oven for having been detoured

included finaocial ones, s'ch as ,"notfeeling her parents

should spend that kind 41 money for a girl". One woman .

who was interested in,medicaJshcool said:

There was no money available from the fami-1.y.,
It was -impossible to qet a job to. support her-
self, there were no scholarships for women in'
medicine and few women in that field. I would
have had to get a job 'as a waitress and it
wouldn't, have covered the costs. I-couldn't
go out on the:loading dock's and earn enough
money as my younger brother had, so I chose
a curriculum at- the undergraduate level-which
was open to both choices, pre-med and physical
ed. I received the B.S. the same as for the
pre -fined. I still feel I .could go on'to medicine,
and have even contemplated doing so. I would
have to stop teaching, however, or I am perftps
t6o old.

ft

Table 11 reveals' the differences in perceptions of

sex awareness among women at each campus..'

46
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Categories 1 & 2 have been combined as higli perceivers,.

. of discrimination, categor3/3as, moderate and categorieS

4 & 5.aS low percei

)
rs.

,

,

-The majority o wdrien in the sample (54.5%)

shoWed sex'awdreness in selecting their major, graduate

school, and career.choice. Ooildvet, the highest

combined category (22%) were those who perceived little

or'no sex-diSCrimination and no.awarenessuf 'sex in

making their career chOices% The high perceivers

rarely denied sex .awareness in their choices (19 -.5%).

Madison women had the ;highest percentage of women

contending no sex awareness -(35 %). Their perceptions._

of sex',avlareness meant being in a women's field. !They

were in-their fields /because of interest omly, Rutherford'

Women had a-hi9h=perd6ntage of ex'awireneSS' (72%)

but alai peeCeiiidn of sex discrimination.' The
-, 1 ,

stewed distribuion' rejleatt the preSence of the

Nursing Department,in Putherfordi vhich is an ail-

female department. fhe'nursys are an extreme case of

underperception 'of,sex awareness. None of-Me:Nursing__

respondents felt-they had been channeleVinto a female

profession, but they chose it knoing the-bulk of

nurses. were women, buX-d6minated by.men at supervisory;

executive levels Oospi-tal administrators, directors
"

of personmel and doctors). There is a high perCeptaoe

of_women_at the rank, of Instructor in the Nursing
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Department-. They'pointed out the efforts to recruit

men now, but "mbst,men are - married and have families
1.

and cannot afford .to be
.

(nurses". This points up

an. irony: that the'single most sex-typed odcupation

in the United States ,has made extended efforts to

practice' Affirmative Action.

The 'nurses whq perceived .their own income as

supplementary deniedi-that disc'riminat'ion abound.S,

Nursing faculty tended -to set stronger limitations

'on their involvement in professonali,associations

than did other faculty-women. One woman said,

"If I wanted to be,active, 'my voice was heard."

Their passivity was notable, porticularly in.relations

to'the medic -al profession and its influential activ-

ities.

'AnOther.responded, "At state conferences,.

women ard'not as interested or.as willing to give

the-time to attend or assume leadership.". Again

their passivity contrasts markedly with medical

societies; another inditation of'subordination in the

career line.
II

Many women at all, three campuses discounted sex

- awareness but revealed in their interviews contra-

dictory information.

Examples are:

Sex was not' a factor in my choice (but) there
were.cinly two-women in graduate school. Glass.
There was often teasing from crther studegti.

- My parents discouraged me from the field of
International Piplomacy.



My decisions were not affected \by.sex'(but)
lie went to an all-girls' school, where there
were no male in class.

Another woman in the English Department is

traditional and sees English as a traditional women's

field. She was not conscious then of the sex influence

on her choice but now she is more aOare of the possi-

bility of subtle influences that might have prevailed

because she is a female. This woman is an instance

of how rising through the rank heightens, sex

awareness.

In another case, a woman experienced.discriminatAln

against women in mediCa technology sand therefore

changed to language. She "personally never felt'that.

language iss a field ,favorable-to women", 'but denied ,,

. a sex influence. ", "Pra-cticality aloe influenced my

choice of major,': she .declared. This is suggestive

of theunconscious altering and falsific4ti,on. of

memoriei"that spare individuals ,from,the painfulness:of
26

loSt asOirations.

Many women who perceived no sex awareness in their

choice of major or career did experience their first

discrimination'as women at the graduate school level.

Two wom =en were advised that the wayeo 'succeed in

graduate school' was to sleep with a professor:

Anothey.concludedthit a "sugar'daddy" in graduate

. e'

.

't

. _r 41
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school helps for research and publication. ',One

psychologist stated that' few women were in graduate

school it,her"Okl, for women were not accepted as

Other,:.'women in, male-dominated fieldS- chose,

them because they felt tlfat they were more prestigious

than similar.female'-domi.nated fields. One biologist

said sex had nothing toildowitb her choice but 'being

a woman I selected a school where Jcould .work

time".

Summary of Sex Awareness-

t-

The responses to this. question were'partitularly.

interesting in terms orthe lack of awareness' many
1

worren revealed and the contradictions in their'state=

ments giVinq the reasons for their choices orinajor,
. ,

career and'graduate school-. There was ittle' Or no

indication of encourag'ementby professors in'gradua.te,

school to help break free of societal expectations,`

Thus, a pattern of linked discrimination eMerges,':

from graduate school through career.

Act.ommodating careers with marriage and family

_influenced many Of,the'choices women faculty. made.

These decisians ranged from choosing the closest

graduate school 'g, accepting part-time statue as

student or faculty member while their. children ysere

young. 'Few married women were awareyof'the:differences

in career-home .burAens between themselvesand their-malt,
ti

Yib

51. -
.4.



- 37 '-

corleatjues and bet*en them:and- their hUsOinds: ylra

facti a feelingpf gratitude comes throughfrom many

whofelt plfoud that they had been able to achieve

University ,faculty status all.

Recomvertdat4ons:

F.'D. U. must recognize,the damaging effects,-

on iiomen of the attempt to discouct sex awareness

as a factor. NOt only is denial.of sex discrimination

utfairand wasteful of human resourcess,'it isnow

fllegal.

2. Increase - numbers of women faculty at all

levels to serve as,role models. for ,students to step

channeling'them into ,female areas_and to giv'e visible
alternative life sequences.

3. Engage men and women fac,ultv in dialogue

about women's status,out the Stattis of menan
I (0

, .. ,

.

(there are male "marginals" who might become female

allies).

4'. The University should extend resources and

facilities to a women's caucus, to dispel prlkfal istic

ignorance and raise omen's consciousness of ins'titut-

'ional harriers to success, and to put an end to
..

Women's blaming themselves for having fallen short of

marks set by men, who .have not had the hone - career

,conflicts women haie experienced.

0.
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VIII. -flai'itai'Status

In sear0=1,9,gf,-tor` the,,,virious factors that iliighi
' :

,..,_ ..
..

. account forfperceptions,of women 'at F.D.V.,, the
e . .

). .. 10,
.,'"'question 1ion of marital* status produced some of the most. . ,

Compellinog insights ipWthe dif'ficultiesfacing
.

professional Wapre,n in_Ameriean society today. Inter-

view data ,are clear and conclusive.on this point.

a

Whether women perceived virtually no sex discriminatione

at this AinlverSitr or whether they have experienced

the most extreme ftr-m,s of attempted,termination and

denial of p'roMotion, 'salary and tenure, there are

universals Ithat.emerge beyond question.

Academic women here1are striving mightily to

cope with the demands of horse and carver, There

are thost who place their re4Porisibilities for being

a wife and mother-first, but.ireAetermined
to fulfill

'their career comnitments without skimping in fulfilling

their roles_ at hone. 'At no point are women made to ,

feel that they have asmuch right to their career as

obligation to theii- husbands: They treat their right

to a career as though it'were a privilege given to
,

them by "special dispensation". Once women have child-
, J

ren, it is expected by most ,people that the, woman will
. . ,

become home-cetei-ed'to the exclu,sjon of any significant-. .

,

capacity to function in their c,areers..i
,

53.
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The case, studies of women with interrupted

career' patterns reveal Axamples of note. On'e.

example is a pattern that appears to accompany low-
\.

. status women at the University; it often ends in

termination' and.is_as follows :7 't

"I had had six childnen, 3 aging a-dults, in
addition to my, husband and myself to cad
for. I had no' outside help. At the :same
time I. was pursuing graduate studies and
worting part-time in order to pay tuition
fortgraduate work. I finally attained a
Part-time position at the University and after
...years moved into full-timestatus, as an '

Instructor."

This Instructor has since 1eft the University's,

employ for a neighboring college:'because pro'gress

toy!Ird the doctorate proved to slow to avert a
t .

terminal contract. Despite this obstacle course,

her attitude was:

"I, like most women, have been meticulous
abdut meeting career responsibilities. -
I'm not late for classes. Women feel
they have to perform extra-well to

. measure up."

This exemplifies, the extent to which women are0,.

rel-uctant to.view themselves as possessing any right

to family income to. 'educate themselves toward, professional .,

goals. .1t al'sq illustrates the tension under which

they perform', conscious that they are women but eo.

. ungonscitof .their handicaps in being women. w

'In another .example, one woman stated that women

`Ntfshould accept less moner fotthe privilegeof being

able. to leave when' the home demalided her. In answ er

/
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to a question about maternity leave,, she replied,

"I usually have my babies in the summer. Women who

want equality should ..ask for no special favors."

While this pattern of planning pregnancies around

vacation periods seems p alent no other women
410-

embraced the role of chtldbearer with quite as Mich

alacrity!

'A more comman reaction to the hone/career sonflict

was the recognition of the choice between the pressures

of work leading to marital tension er the stultification

of being confined to, the home. While it was admitted

- that there was inSuffic time to do research and

attempt publication bevTuseafthe11-44Wonal home/

mother role requirements, most wbmen accepted this as'

a personal burden, not discrimination agains't females'

Which is built into the system.

su_i who sees no sex discrimination

general, or at this University, d that "women

mu t y their full sh

thei

the se

and ,the i

oad and rove

ce'regardle s of se ignOres

t en years men arin.

perTar

iitions o-f pro sts, grow.. undoubtedly

'on -..tack of fufl-tine i- .. career

rs. She prl es herself-an er.-

created by t

during. thOse

si-stence and. lack of t4 fear o failure,'wi

delaying er t eer, she avoitteecognizing that by

55
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the conflict to which her peers. are subject.

Marital status c!

and/or career crises.

by graduate schools because of being married and

s responsible for many home

Many women were turned, down

having a child..._,Other women stopped graduate school

when they married. A psychologist reported P-level

graduate students for.whon 'graduate studies. hive re-

sulted in divorce. Some hushands actively discouraged

wives from pursuing graduate study.- One husband said,

"I won't dive you any money for jt." This' woman had-.

taught piano in the-past, awd she resumed giving

lessons. to pay her tuition:

Women without perceived hpme/career confli4

were notably in the minority. -These noted their

-husbands' active support and encouragement, Which was

perhaps the insttunental factor in avoiding-the per-
..

ception o.f such conflict.

But there were many -1-;ays i.n Which "women were

pe ized for their married status. This was, fn two

r

instances, at the'hiring interviews and in salary

negotiating committees., This.laiter arose in the
.

statement to a woman that they suspected her of not
7

fighting ha-rd enough for salary increase's 1)ecause,

they 'felt, she was marrieand could depend on her

husband's income. Another woman complained that the

male dea'n who, intervieWed her 'told her that, "he
.

did0t want .a married'uoman because she might not be
. .

.resppnsible enough; she would have.a comikitment
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her family." Yet later in the interviect,,when asked

about 'personal experiences of sex discrimination, this

woman 1,ho has been here 'Seven years and achieved

tenured status, said, "I am aware that women's

,salaries are lower 'than men's in academia and. that men

are preferred in hiring, but, I never personally

'- yperienced prejudice."

The most, common male reaction to marital status

was-to reaard the =wife's career as a second income: .

Whether at hiring, in relation to pronotion, or the

granting of a .doctorate, women guo!.ed-statements
ti

from male superiors, such as, "You don -need a degree

now..' You're yauhg. You Cave-a job an-d a husband

end that keeps you reTatively wealthy."

sa,

In thissame case,e'Placenent nirector was no help

in finding a job. He stated, "You have a husband so

you 'won't starve." .Another respapdent who had similar

experiences noted, "Im tire 1d of the repeated refereaces

to'What do you need the money for''or 'look at her

big car,an4 her fur coat.'"

The 'marital status of men -is never d scussed in

the same terms." In fict, marital status is onsidered

an advantage to a man when'he is hired. The

stability attributed to men by virtue of their mar ied

status, is reverse.: for wonen who are married. .For

women, marriage and job instpbility are perceived as

synonymous.
57
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Single women complain Of a different kind of

discrimination. The expectation of them is that,

-sinct they do not have a husband and children, they

Should he available for additional registration duties

and difficult schedUles. Many of the respondents saw

young single worsen _as the mast discriminated against

since their image was one of unreliability. if they

were not married, they were presumed to he looking

for a husband. Or they were seen as sex objects.

If they had not yet had children, they here assumed

to be likely to become pregnant.

A

. Marital status ctearly.elicits differential treat,.

ment'of women. Married momen are expected'to be `mobile.

if their.husbands reloCate. Tarried w omen are not

seenbytteir superiors as the bread winners of their''

families and can there fore be treatep(thouahtlessly

without the'sense of personal resoOnsibility that
-

ofteh results in the retentiqn.of marginaimen.

Another common syndrome was that. of marria women

. whose careers were delayed - (in one case, as muCh as

thirty yearO'and mh6 lost their husbands because of

their careers. As one woman put it,
°

I'm a professional in spite of everything-,
put in my path. I carried everything; house
childrenand school, My Marriage began to
fall apart when I started to- pursue a Ph,n.
The marriage probably would have survived if
I had been content to operate at-a lower
educational level.

1
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She says that she is not bitter - just determined -. i

She feels her situation i.n.pursu$ng a career is

normal or many women.

Several women on terminal contracts. havesfelt

extreme discrimination from Mir departments for

having taken maternity leaves.*

In one case', a leave for maternity was followed

by a terminal contract. The woman declined, to take

hercase to the,Grievan a rommittee again, even.though

she had appealed her the same problem the

previous year and had won. . She felt the source of ,--

her.problem was her chairman's.lack of smathy toward:

married women in academe, and that it would generate

fUrther hostility if she won and stayed .on:, She

feels the can find a' much more interestingp.art-time

posi-tion. She, as With so manpwcimen, has obviously

not weighed the d?nage inherent in removing herself

from a full-time.tenue-career track.

The fear and weariness' of fighting(thes battles
-.- -

tuns throughout many of the intervies.,

What' the' femihi'sts refer to as the "super-woman",

(wdMen-Wovercame all societal and institutional

barriers and won, and who carry home-career burdens

'throughout) 'is found at F.D.U.. NAt lease 8 women still
,

employed have been given terminal contracts at some

point in.their careers at F.D.U. and won. How many

;
44 Conditions unite'r.,,whiell such leaves tre accorded

will be discussed underOniversity Policies.

5S .
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were unsuccet.sful,in fighting non-renewal and terminal

contracts and have cleft the University is impossible to

determine.

s

Those who decided-not to fight can be viewed as

retreatrtts, who. in the- face of unfavorable eyalua=

tions chose,to withdraw from the fray. Oftentimes

those are the greatest victims of,oppretsion.' As

Paolo Freire declared thf,point of oppression is most

perfect when the oppressed deny they 'are oppressed.

There-is a-prevalence of "pluralistic ignorance"

among the women faculty at F.D.U. They 'are ldrgely

operliting-im a vacuum, unaware of their personal status

as related to those about them, either men or women,

in other departmebts. Frequently they pride them-

selves o,r1 their single-minded devotjon, to home and

teaching their dim classes.

Whether single,or.married, there .is nc question

in the minds of the'women interviewed that, the house

-is the woman'sresponsibIlity. This ,,i4 not a',.,new

discovery, since one faculty.woman quoted the first;
.

,

.woraan -chajrman at Columbia a..s statiAgthatItomen

could do 5"lot Tre4'lim theadatiemic world,/if only
efr

. theyThad Aen were definitely seen as more _free

to pursue their careers. In the case of a homeictreer,
. ,

A.

tenflict, there was 6 question that it was,legitimate
0 . .-

.

,for a man's joil to interfefe with his family, because
-. %'itt . . ,,...

-4 hit .rble is' to support the famiky for status and
e

4p. 41
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monetary gain. The women, on .the othef hand, fel

.

guilty about ,such ,p- actices as "farming out" children
,

in camp because of having to work for the summer:
1

Despite this duarbUrden, women felt that if a woman ,

\

ican handle-. a career and family, her,career'is- more'
-

. f..,

valuable to the family than a stifled stay-at-home

wife.

_ -

Studies have shoon married men to be the most

productive, among the correlation hetween sex, marital

status and productivity. Uhy women have difficulty

finding time for research and writing is. easily under-

stood when the pattern pf home responsibility'is

examined in depth. Another manifestation'of

difficulty for married women with children, especially

divorced4women, who have the total problem of coping

with family living and working it into their pr.ofessiPti,

is the lack of recognition of the dual responsibility

of women. Supports are rarely Rrovided by the

institution for married omen with children'. 'Ibis
.

-is `particularly hard On divorced women, who are single
_

_head of- families. For examPle, one woman requested

babysitting fees as part of her faculty grant-in-ad.

This was rejected and she was unable to pursue a project.
R

that had' otherwisOeen appToved: Another woman would

,like work time off 'to do research because personal

61
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commitment& at hone prevent considering it now.

Yet; many_of_ourlabultY women- felt, crateful' for

the opportunity to be full -tine professional women.

The answer d=oes not lie in childlessnes7s,-since

married women who tave,no hildren are considered

deviant, and are sanctioned accordingly.

Summary of Marital Status

Women of every status perceived marital status to

. be a fac4or in sex discrimination. Whether single or

married, women:have the responsibility for the home.

WI)ere there are older handicapped relations, women

have assumed tire major, responsibility for them. Yet

mostwomen perceived. shat women are more conscientious
,

professionally and that they are eager to prove

that they are performing on the same level as their

male Colleaguet. They are on the defensive from

the'moment they are interviewed for a possibleo

position,. They spend their careers proving they can.

handle both roles compeently,"tontorming to_a

"superwoman" image.'

-Recommendations ,

,
.

'1. Ike lniversity,must OromUlgate the directive

.that,it is inimical to University policy to have

'conside'rations 'enter fntothe fOring of any person,

which
.

at al3 pertain ,to sex, marital status or.the

number Of children.

.The liAersity should direct that this is

6 2
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inforPation not required on vitae nor has it any

right to be raised in any communication, verbal or

writtenin the course of the hiring process, until

after a final decision is made. The directive should

also include that s x,- marital status And number of

children must not enter into determination of

contract continuation, work performance, eligibility

for tenure or sabbaticals.

2. There should be ins'titutionalized flexibility

to encourage young married women in the fulfillment

of home - career commitments. Reduced loads should he

provided after the birth of children if they are

desired. These should be true pro - rated, pert -time

full status Positions with proportionate shares' of

'responsibilities to department afrd college, with
. -4

commensurate benefits and saary.

3. At the,,option of,tSe individual , a "stretch-

out6 of the pre- ttnUre period,ihould be available.

4. 'Recognition Of the difficulties,, particularly

p. for martied women with youno-chfldrep meeting career
6

commitments,would include the establishment of child-
.

care facilities on cempus for pre-sch661 children.,

Many colleges have inaugurated such facilities. Such

a facility could afford 'theCollege of Education a

laboratory for early childhood development, and give

63
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Psychology an opportunity for observing early life '

development. Child-ca,re would enable some

students to continue their education, (b) some women to

return to full-time status; (c) attract minority

women, (d) provide quality education for children -of

all constituencies-Within the University. --One

neighboring school, Ramapo College, -has established

such a, center, staffed by professionals, for the child-

ren of its students,' faculty and staff.

IX Preferred Activities

Respondents were asked to compare their actual

tine allotment with their preferred-time allotment

in the following areas: teaching, counselling,

research, etc. Women faculty members are, for'the

most part, well satisfied with the appoitioninn of

their time. Their first love is teaching, closely

followed by counselling and advising students;

Their major perceived problem is finding time to do

research and writing, for which Many would' Welcome

the opportunity.

Most women perceived free chtice in'spe.nding more

time than men at student counselling and advising, and

less at committee work, but a substantial number see

-this disproportion as the result of patterns of sex

aisCrimination...4omen generally felt that men are,

more involved in certain committees, often to the

detriment of student-faculty Telations.--The men were
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seen as electing
themselves to the most important

committee positions where actual
'departmental", college

or university*Power is wielded, andfilling the remain-
ing slots-with enough women co look respectable.
Women would be. appointed as secretaries to committees=,
an occasional chairWoman of an important educational

'policy committee, or a lone member -of a faculty

status or grievance
committee.

It is problematic whether the .average woman has
come to accept this

underutilization of women on

committeesecaUse she basically does not value

the activity or because she has rarely en asked.to
contribute her efforts to a prestigious committee.
Many who have served complain 'that their efforts were'
not productive, either because men undervalued women's-
contributions or because the

administration-did not
act on recommendations made by faculty committees..
The difficulty-is that, free chOice or, not, committee

service ts nediissarfor
evaluatilen as a fatuity Or-

son worthy oft-rewards
Oftprbmotio6,.tenur.e or continu-

ing appointment,and women often misperceive
this because, models of °the"- Women are 'absent:

-One woman, for'example, said she preferred

,academic duties, to administrative. "The_latte?, are
e-too much like taking care of-a house: 'Men expett

to rise through
admini>trative jobs, money and, power."

1

.

Joe

*
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r/
In several departments-men were perceis hotnot

to- enjoy scholarly work and notle produce.much

research. -One woman, faculty member has done some

research and would like to do pore' research and

writing but her departme -nl thinks this is trivial and

unnecessary.

em_ women have led import nt committees .hut

at each campus thes,e'represented women.

Those have beCome overburdened arfd are seeking to

reduce commitment.

'A respondent who, is a specialist in her area.
---

devotes approximately 50 ldlirs a week, to teaching

and speciali'z'ed 'activity while she stated department
*,

enen" dd no extra -wort teaching.
.

4

Another women is devoti,ng more time to, committee

work and less to tj(aching and writing than she would-,

prefer. She th,i.nk,'it is, the-same, however, for' most

Vale colleagues, but, '..!a bunch of them spend little

time teaching and much tine on committees; they
.

would prefer being administrators. They are,interested-.-

in the politicking. o'f the Uniyersity ,rather 01411

subject matter.".

There are ,on the faculty,'SOme womenwOo. have ,

hiq-h self ir4ges and yet .are, able to.perceive a high
. , .., .

,

degree of discrimination based on.s x. However, :they
.. .. .

?eel' th#t they have sufficient stat re to' be operat-
.

-t.ing..ap free agents and-spending their time as they

Vrefer.. Their interactions have made them conscious

66,
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of the disadvahtaodd status of iheie sex, both through

their own struggles.and by seeing the struggles of

other women.

YoLin'et scholars who are high perceivers are
,,

...,,
i .cognizant of the-difficulties-and possible solutions

.

as summarized.*-ome:

1 prefer three 'Courses when advanced courses'
are taught. ,The fourth Course could involve'
independent students. I sPend a great deal
of time in intense prRparation for my
courses andcritiqUes* or Stud,ents' work
and keeping up ith,the field, Barriers
to womell'in research are' lack of university,
facilities, time consumed in,meetings and
not. being jnvol'Ved.;:in administrative tesks
tide wayway ben are. . E .

,
. .

She' that most men are not conscientious and
,
baSel this onstudent,-toni5laints,\that they cannot

find their male advisers. "Beinn available doubly

penalizes you., The University should give full

credit for these duties in,lieu of research,a d

writs n.'"

The treMendoutconcern women shoW for stude is
-

coOlicts with their personal professional growt

I

Ironically, one university has emphasized the impor-
.

tanceof student4atuitytontacts, bu,t at, the same, eine

gives no recagnitiop,to'thp time necessary to jnitiate
.

and maintain this contact.

In terms. of responsibility for atkentling,facill'ty
A,

meetings,-one Wariari noted that, increasingly; menr

7 .

4-

.ic;
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don't,show up for University faculty meetings or

professional society Meetings'and yet they get_

promoted. Again, irresponsibility is rewardeA.

Pomen with small Children find that time' fbt.

reiearth and writing is very difficult since they

have to make' the extra time afterthe children

go to'sleep: ,Even women'wh6 were'low,perceivers 'of

discrimination 'note that men do not have to take

care of the house,,..-laundry, et,c: 'Those women who

,returned_ to the AintYersity 611-time after -raising

their children point up, the ljniltatipns'to their'

career's because 'of the minimal time available for

research and, Writifig available during those .years,

which forpen are the most .productive years.

Most women Who _perceited 'low discriMination,

, generally als0 ditt:not'attribute their a nOtment

. of time to sex discrimination., They were tunable to
A

, see that societal and instituttonal expectations

produced- a clear Pattern 'in which women n-oenerally

had less' ppportunity to do, research and-write, gave
(`

;host time to e"aChing and Advisement and:feast.time

'to, committee :Service.

StVeral women had been urged to be co Ue more-7

active on,committees becallse of their lack of ,

visibility to 'the dean, '401 at the same time being

-urged to 'pursue rdsearch,.- Unfortunately several
v4

S.
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*
of these woten received ter nal con r'acts despite

their strenuo0s effort to rec fy thei "deficienci*ks".

One oi\these.low-ftreeivers sal that me' have more
4

time for research ba'sed on rank, on se She

felt that a mala.thairman. was elect= in her
*

department, because of sex-hut- cause o his

Ph.D. The only womanPh.D.: did not wan it.

At the tine of the interview this woman w s up f

tenure and promotion and fullexpected sh- would

bye evaluated not an sex, but on merit. Need ass/to

4'

Olt

Say, she was devastated.with the termination.
-

Summaxy of "Preferred Activities" Responses :

Yost women reported :intensive preparation for

their classes and spending a Brea of time

correcting Rapers.- Although their commitment to

teaching. is,primary,and they meet their obligations

of advisement willingly, realizing its importance

to the total schdoling experience, this emphasis.

places them in the position of findinT1 research and

writing difficult. "en' are seen as taking,more

-- teaching assignments at other s,chools or at summer

schools in order to make more money.

Those women who perceived political-, discrimination

.. rarely attriEute this-to sex discrimination, an

lteresting misperception of cultural conditioning.

Momen are expected not -to vant to pArticipate in

political. activities to the same.degree men do.

69:
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Therefore, if committee iorr and administrative positions

and leadership in policy making.pre seen as olitically

orien d, women are perceived as trig less 'interested.

1" Getting women active on commit es will tndoubtedly
/ .

prove a key factor in eliminatingsflibborn.residual

forms of discrimination

Pecommepdations for Faculty Activities

«
1) Increased stress should be placed o'n student

evaluation of teaching effectiveness, the criterion

which men and women faculty favor, according to

national findings.27

2) Mechanisms should be developed to create

part-time full status faculty positions for men and

women for reasons of research, family or partia).retire-

ment. Shared full-time positions or pro-rated part-tine

'position, with commensarate fr.ino'e benefits and time

toward tenure are being advaoced currently. This woOld

arso benefit men who, are completing degree requirements,

and/Or who are atfe6pting to equalize Imme-careey Kurdens

between themselves and their iii ves.
.

3) VIOnen faculty members slloultI 6e encouraged to

2

chair depaitmentpartiCipate in departmental committees ---

iffully, .541AG-draw upon University resources to help them

procure research and publishing opportunities. The F.D.U.

Press might be particularly helpful in sOlj,,citing;manus'oripts

and assisting omen to publish. A -"omen schoers"
,

70'
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program at the F.D.U. Press might he undertaken. 'Also.
. .

editors night be invited to campus to talk with women

about manuscript prepa'ation:

4) An ongoing Women's laucus should alert women

to expand their interests into areasof administration,

research, publishing,.with a long - range goal of the Pre-

sence of women proportionate to their numbers in every
11

aspect of 'un,iversitylife.

X . Departmental _Differentiation

1hen asked their perceptions of sex differentiation

relative to male colleagues,ih departmental areas,rweMen%

tended to state categorically that there was no sek-

ditcrimination. However, 2/3 ofthe women reported one

or another example of differential treatment despite

their lack of identification of such treatment as

discriminatory. Examples of such discrepancies include:

'I have a heavier load of .advisees but :his
is based on rank; not sex..

Another example:
-

In.nine years only twice have I had thesis
advisement; no honors mentors and no inde-
pendent studies students.....but this is
not sex dtscriMnatipn.

An interviewer noted:
41

As I reed off this list of possible areas of
discrimination,' she shook' her head and said,
'None, None, Vone-Ino :discrimination:. She
said, 'there is Osolutd equalityLilithin this
section. Because r.:yas chairman, you can see
there was no discrimination in the' department.'
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Another woman in that same department also

perceived, no sex discrimin'ation in the department, despite
4

thefact that she had recei,xed terminal contractstwice

and was in the process of fighting again. These, two

worren are.in a department in whith women constituted

.One-fifthof the faculty.

Even in a department 'of more equal "proportions

similar discrepancy exists:

The chairman is arbitrary. in- scheduling.
I Oas a littit peeved but I wasn't
consulted on the schedule. ,It.was simply
handed out. However, this is not a'sex
thing. I'M afraid of night class -es. Its
dark out ther'e and your car is way out.
He doesn't seers to_ care how. far you have
to travel.

There were several items that women were pretty

much mgreed upon as.beino discriminatory in favor of

men. One was thatwomen get less secretarial assirst-
.

ance. women felt that they do more preliminary

typing themselves. !en rely on the epartmentsecre-

tary. This is an example of the extent to which. women

conform to the roles expitted of them generally in

the larger society_ fibmen are expected to know how
. c

to type even though nowhere in a,cademic_oualificatiOns'

are such given 'credit;

The second pefteived discrimtnation was that.

women were seen to have less-equipment and- .office space
.

than 04n, particularly in departments-that were not.

.
he.avilkmale-dominated. In such departments; there

.2
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was not 'so much'clfferente be-tween'and women-as that

the. entire 'department was crowded. One woman in such a

department complained that she was the only ftill-ttme fac-
,

k. 4

ulty member asked to share a, desk with a part-timer.

Several women said they were, ''insulted by the office

space", that there was so little office space it was

ridiculous. There were perceived difftwences in score

departments where senior,men had more space and only the

.chairman and ex-chairman-were allowed to use the secretary.

Those colleges for which sp.ace,was considerably

more-elegant and adequate invariably were those in

which therewere virtually no women, such as business

'adminiStration and dentistry., One woman 'who had had

secretarial assistance, which was not replaced because

of economic factors, said she was expette

the writing and public rel'ations-in.connectio

high'sChoods throughout the'sta er space allo

was impossible for record-keepinn. a'n
O.

Several women who had taken on add

sponsibilities for new program or special Nni

programs noted that they had finally receivedthoir

first ile cabinet. Even ,these women reported, hoever.,'

that they had inadequate offices. space and.insyfficient

secretarial help-despiqe their extra, University service.,

Other areas orsexdiscrimination noted included
A

teaching schedules and the load 6fiadvisees. Some

7:3
- .
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attributed it to the fact that women were in the lowest ,,..

ranks and therefore got the poorest Schedules. 4n

'preference to th'e hectic' tvoZday.schedule, one woman,4,

- felt constrained to be ayanotic all week, but ner

pr.imary c-h6ice, the three-day.schedUle, was given to

a male senior colleague. This .she attributed to

politics and rank, not-sex. She did point out,

howeyer,'that notignen were in the "power rot.ip"

in the department, i.e. these who made policy and

actively enoacred in iptra-departmental politic:

Anoth t.asp departnentar-

discrim ati-6n Was that'e the exploitation of

par,- rs. Some departments prefer the TeaneCk

housewife, b the part-time route, although a

popular one for rried, women with children, appears
;

associated with ex emely low salary offers when they

ecome full-time.
.

.Some women complained of teaching only.service

courses vhich channeled women out'..f resea'l'ch ipi their

fields. In one case, a woman achieved considerable

,'distinction in tecOing-other teachens,in her field.

. Stle pr'efers teaching .a7c7h"as obviously been very

,

successful in achieving national ,recognition fOr

her model institute, but "In .her department the meh

are research-oriented aiict undervalue her specialty.
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Her efforts are praised by University,administrators,

'yet she hai remained 9_years as an Assistant Professor

and was recently denied promotion. The staff men on her

project hold higher ranks than she, and an equivalent project

earned full ProfesSor rank for a male colleague at

another Lnstitution.

Many women complained of spending more time at

registration than men. The chairman was seen to
%kr

consult faculty friends first in scheduling such
.0-

*tadvisement. : -

,
Most women saw themselves doing mere. routine

- c
advisement and counselling of students. The situa-

.

tion was reversed;-however, when,fhe honors mentor-
,

ships; supervision of.in-dependent study, graduate ,-

advisement; or thesis advisement were considered

-

prest.i4iouS tothe dePartmert. %In -some departments--

(

/

wno graduate courses were ass) ned under Associate
.. .

Professor ranks and since fq.wer women were'ai that

,

rank in those'departm6nts they were deprived orthe

opportunity of working with graduate students.

. Yonen stated "they wouldlike more advanced .classes

and gradOate students, bUt-they don't even'know the
-t

selection process, even when they have in `the past /

been tnvoived%tR giying theSisadviseMent. It is-a

mystery why they haven't. been asked again,: Women

r'
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have described past remuneration for honors students,

and other sincial students, and for substitution teaching.

,When these duties were paid it was political, i.e.

o4se of knowing the richt perSon. Now that thee is

no extra.pay attached, women are beginning to get an

. equal Share of ,the prestigious students.'

There were exceptiolls to this pattern, as in the

college of education where women had a heavier load

on the doctoral level and some felt they were

. given the students with irievances to "cool off".

One woman in the college of 'education. who had a much

higher, load of advqees than her male colleagues said

-.. women were more willing to devote time and were

more competent to co this. r

' eOne woman who would 'like to spend more .time r

" 'Mr

writing said there is.)no help for professiohal,

individual work and there isno decenttypewriter'

-NI the office, fherefore compelling her to work' at' tihome.' n

Women' are always 'asked to do substitute
teaching and even substitute -secretarial
work. I never rememheriseeina a man do

I. . secretarial work.

Similarly, dentitts expect dental hygienists to do

overload secretarigl 'works another example of,sex-

role stereotypkg.

C
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While a woman heads one campus .Honors program,

she has one desk im:_a_room with four otherpeople,

which is extremely inadequate-. She shares a depart-
.

mental secretary with 23 others and a Secretary for

5 hours a week for the honors.progpam. Because of

this special assignmemt'she has a filing cabinet.

In several cases, grants, supplements and twelve month

contracts for administrative duties also masked low

salaries for their rank and years in service when

compared With other men and women on -ten month. contracts.

Women generally perceived that they were more
I

interested and willing than men to help students.

outside of the classroom with academic and personal

advisement. Some of the reasons were:

Women were more approaciiable; men were
less available to students;'men were

"hot pulling their weioht.

,In our department it's a disaster.

I'm directing the Only 'graduate pro-
gram - Lt's hellish but I'm to blame -
counsOltng and independent ,stirdraYe
also high as a eslt.

tudent-seek me o lany men don't
particularly like students.

Men don't' do as muc
Tng.

In several fields, the women were specialists
.

.an& Do-one could substitute for them. One exception
4

appeared to be in th;z *department of pbysi-Cal education,
/

4-

=
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in which women did most of the teaching because /14n
. 4

have the Coaching responsibilities. Some of these

women felt that the men are at goOd at counselling,

which evolves out of their Coaching. The differences

betweensmen and Women in this department are interest-

ing.

The bulk Q4._&gmmittee work has fallen on women
%because men-Teel the women.haNe more time.

The budget for physical equipment is less.

'' Men spend a fortune on uniforms but that's
because they bring in money -e-m their

.

atheletic events. Women have no scholar-
ships. There is norecrui,ting of women
for spoCcs. There is a great deal of
discrimination.

T.

. Men net'greater use of the gyn. Female
students have not demanded the Useor
turned out for sports as much.

This called to mind the kind of sex discrimination law-,

44.

suit that recently was HIV' in, Pochelle Park, New

Jersey in which it was pointed out that the principal

of a K to 8 school said 52,100 is spent for boys'

28sports compared to $700 for girls' sports.

Informal discrimination wad reported by. Several

women,'consistinTof: men consulting with one another,

talking departmental politics, getting new ideas,

seeing the' chairman regarding raises or changed assing-
,ments. Another' example of the kind of loneliness that

t
worlbn% often experience in male - dominated departmegts

is 'tliat of a young woman-ujio does not feel she 'has

78
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beeri well treated in her department. She has had no

interesting upper-level ifurtes to-tbacliOltile a young-
AV'

man yrho hat the same qualifications with ore year less
=

expeliencithas bet' given one pper -level course. She
4

. 'finds tbat she "waj.vers between paranoii an'd going

right out'and accusingotheVsof sex discrimination."

She feels that there is ar1Akinability to take. ber

seriously-in spite of her qualifiCatims. The inter

viewer's comments in this case' were that,

'She-was young and attractive. AlthOugh
she is not raisin9 a family and cannot
be accused of puttinn home before career
she is being treated as if she were teaching
as a hobby.

The respondent wasseen,,as experiencing the sort

frustrations ,that often oc4cur when one is at the
A'

bottom of a hierarchy and not sure why. Unertaloty

of .her situation was'in.part based on the repeated-

one year contract she was given which made her ;in-

eligible fora specific grant she had wished to

apply for, as well as making her feel so temporary

that it was difficult to feel at home. She feelt that

° she is NI good teacher, has tried other fields and

concaluded t,het teaching is what-sh4 does beSt. her

department there has been a lot, of mong women
---_-----

and others trove ben'let go.- She 'equates the unhealthful

ertra-t-eL w-it_h_ her personal in ecurit

'this point, she is on a terminal contr t.

'19
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A Woman faculty,member complained of 'never' , /

,

being treated as a..colleague. Despite the fact,

this woman has achieved outstanding success in her

`-

speialty, one in which there ire extremely few
,

women. She comments,

Professi6nally, .to .,be a man
than a woman. No rOlie...knows'%what a

woman has to 4Or9 ret in order to pu.,
sue her career and not become paranoid'.
As Dr. Samuel Johnhn said, 'A woman,
teaching is like a dog standing on hts
hind legs, you don't expect him to do
it well. The wonder iv*that hp Oan do
it'at all.

°,

In comparing' the campus reactions to depart-

mental differentiation, both Teaneck and Madison had

approximately 2/3 Of.tbeic reSpondents report one

or another form of differential treatment while at

Ruffierford.less than half of the women reported such

examples. This can again be attr-ihuted at least in

pant to the Wrsing-),Department's location at Rutherford

in which there are no malesyto provide contrast in

treatment of faculty by sex. In content, the forms of

v.
discrimination did not . vary from Campus to .campus as reported

above.

Suimary21f112epartmental Differentiation" _Responses

In .general; Wbmen reported' equal class and teaching,

schedules, except where differences-were attributed to'.
.

political favoritism "usuaily by men chairmen to other

senior men fa.culty.

80
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In terms of'advisem lnt, women definitely perceived

a greater load, at least in part because oreunavail-

ability of men who' were perceived tiwleave the campus

as quickly as,postible, often for ()the; remtnerated

activities. Where activities such as honors mentor-
.

ships, ,independent superOsio'n, thesis advisement,

and graduate advisement were either reimbursed or

seen as prestigious to the department, women felt,a

lack of access to such'' "plums" Where these tasks

were perceived-to have had the prestige removed, ds

when reimbursement was eliminated, wom;?n. now reported

equal access to such tasks.

In terms Of departm'ental committee work, some'

'departments apparently operate politically; rae-

gaIing women't participllidn `to unimportant committees

such_as planning Cfiri-striiii's parties, collecting money

for gifts and serwing coffee. On the whole, women seemed

more willing to participate 'in- committee work. than they

wereogiven the opportunity to do.

'Office space, secretarial assistance- "and
A

equipment appeardd to be associated with the prestige

of,the department 'which is a correlation 'of the,
V.

percentage o.f male faculty.,-.The Worst problems of

space, secretarial availability and equipment welj'eL

reported by small departments-in which therewere'

than the general percentage of worsen,, such as

4

SOOVlogy,Language and Fine Arts.

,
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In vast cases in which there had been or-currently
.

were women department heads, a reduction im the in-

Equitiqs in scheduling and 'salaries was felt to be

acco,Tiplished:r Mn e' were seen to' have greater-oppor-

tunity to becomedeparlment heads, and they in turn

,.to favor nen in scheduling and course assignment.

Recommendations for Departmental Assignments

1. ;Women,should'be selected as depdrtment

heads and to chair important departmental committees,
P

in increasing numbers.

2. Deans should instrbct that,teaching schedules-

,:rotate, .1-respective of rank, among all department

members,.vo that the least and the most desirable time

slot's be,available in a pore just distribution to all

41.

colleague's.

3. Pen faculty shoult1 he required to be equally
-)..

. .

'available for more intensivAstudent-faculty interaction
i i

,, ,,,

.

and a stronger advisenent program. f°

4. Office-space. shou3dlit appropriate tc6 teaching,

Consultation and research requi ments, ablished by

unidersalistic criteria.

5., All

faculty f i -h

ust aVailable to all

preparing test. articles and

Honors nentorships, independent students

and thesis ad,visement should be rotated "`among ftcurtY,

with the aption to decline.
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Colleoe and University Committee Service.

Pespondents were asked their* perceptions of
o

sex discrimination in the appointment or electiqn
:

. ,

'of'woren. tb college aner university committees.

AlTrost all of the interviewees had some perception

of discrimination in this area. At the low end of
. .

the'spectrUm they attributed the small, propdrtion

of women on College and ,university committees to

the-4y small propetion on the faculty. Some cited

ye discrimination of women against other women who
/

/were lwrceived as "ambitious".
-,/
./,

. , One woman felt that women areutilized accord-/
ingto"their tal.ents, yet acknow.ledged that 'men have.

asked for her opinidn in a teairng-way as related to '

/
1,.,,,L,..,:.

-AZ;
..v:,,,her'",maternal instinctsb. 'She found this complimentary'

,9
.f :IAnother, at the lo.0 spectrum of-perceived discrimination:! ,--

-.
. , ,-<-felt that women's contributions are equally waned,

..-..

that'expertise determines yo4r contribution:and that
4, ;- ,. . : f' ,

... 'women are less- Visible but not excluded." 'She. was c
.. .

. ,
. ..

unsure is that-was 'sex discrIMinationHAnoter low
i .

. .percetifer of -disc 'hination noted_that women .are on a'.
, .

lot of colleq departmental coinhittees.; It seemed.

,.a'fair;propo tion to he-4%. As she began to titA
.

the
.

. - ,

a

-0 SPecific committees women were on she. became wore - unsure
.

;
. -

and ended w "pdrhaps I need Insciousness:raising!"

8 3:

.1
".

, .

,



On the whOle, however, wcimervat all three cahpuses

noted that nen WPi-r? definitely elected or appointed

9 out of 10 times to committee positions. Almost

-every woman noted that women were 0-imariiy-Secretaries-

.to_cammittees. The powerful committees elected men

even if,theywere less experiencd than the women

4

eliaihle for that committee. Vonen'vere notad to be

chairmen of minor committees while the men Were

chairmen of the major ones.

One moderate admitted that,

"toe do have some male chauvinists on campus
but they are not the majority of men.
The results are well establi4hed before the
ballots go,out, althoUgh .recently there have, been
more open. ballots.-"

To, men, women -are seen as .supportive rather than
r

primary pdrticirants cmcomrittees. Reasons for this __

dispr ortion includbe: . -

Men' vote against 1:orliw because they don't
trust their ability to be logical; they

//-see'them as erptional.

The' dean itrikes,re s a rale-chauvinist,
frightened of aggressive .v Honen. e- is not -

bringing vonlm ip.k .ihe dean fixet e -ctions
to get his-Ten:ilk Only one woman.i
exception;.

Women are pot is wood!at abStricA thinking .as
me said the chairman,of this woman's depart-
merit,

One.woman hag hid,--"Thats aot a. bad

a woman." Some woMerrexpiained tlie.iii-r.eiunce to
.

volunteer: fdT. committees because they resented never
.

..

beino
0--

-... . ,

rmoled beyo.d Instructor. One re'ca14e:

.41
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', As the chairperson, men more not willing
to go alono with nv suonestibns. I resent
their attributing my success to femaie intui-
tion. .have been blackballed from committees
because learn not one of the boys. I can't
invite a male colleague to lunch or cocktails
whereas .men can solve problems in a social
context.

.

In terns oftheir personal experience, -it ranged

from women who noted they had run for many posts and had

rely hecin elected,-tdethose Who felt they'were

overworked and overburdened by a. continual- request

to-sersvp. Sone committees, such as the Cultyi-

Status Committee, Grievarice Committee and Senate

require women with more years of-service"than women

( have been able to acquire at F.DIU.* _It was ,noted.thlai

there were no women on the recent tri-campus salary

committee.

(

/One woman who has often been pissed over in the

past for departmental commfttees for which shet-imuld

be the logical choice, felt, that formerly those close to

the President of ,the ttn'iversity got jobs. She queAtioued

whether this was s'tx disC;imination or political.. Friends

outside the departilent would put her name or but she

was not elected to any pbst. At the time of this inter-
..

. view;. she shad turned away from University activities As

a result of past 4iscriMipation. y
.

4
,

Several other Teminist women also attributed the:

-* .0n4y respondents have been here Li, years Qr
longer kith as 'feu as 9 at Madison, here that long.

. I ,44

-IV
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">
'1,ack of election of women to their political

,.,
as* being too radical for t basjc.ally conservative

male faculty at this University. A group of male

faculty were seen as becoming more ruthless toward

women in the last 3 years, or s'o. A womanwho

feels that the lack of women on committees- is not

sex-based attributes it -to, an 4nterlOck1ng directorate"
r

in which the same people are always elected:

omen urged that We have more'omen on college

aommittees because they have much' to offer. They

are most responsible, ow up consistently, are

most intelligent and th- t ego involved. An example'

cited vas that of a'search com

-least threatening maalthOugh

which chose the

au.!'s se e committee

,wW.ed a more aggressive man to ake things The

penalty of such attitudes is. the se ection of,adminis-

Aratorswho are incapable of making ne ded change..

The men were seen to outnumber and dom ate the Women

on 'committees; promoting the lowest Tommon.denominator

*of.pleast threat".
.

r

When asked about-th,g,.urceptions of male colleagues

undervaluing women's' Contributions to coMmitt e deliberation,

those women who have had c,onsideFilie experience on

.committees. generally felt that they are personally so

4 confident and tendcious:that they gain acceptance from
,

'ach cited examples suc'h as;
,t

se7

2 ;IS c ,14-

- 8b
I/
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I was told, lny dear Linter-7.
rupted, 'I -am -not alady --which I hope.
to conclusively prove by the end of the
meeting.'

-Younger women 'are not taker seriously.
The older women here are seen as power-
'houses.

A- handful of women on all three' campuses feel

they have been taken seriously and have made substantial

contributions to important committee work. They felt

their viers and opinions were received with proper considera-

tion.
wi

!lost responsible positions are difficult because
they required aggressIve,person and women
prefer-not to be aggressive.

Women are too vocal\to 'be undervalued.

Few vocal. Women's opinions are respected
and accepted. If womrfn don't speak up
they are looked down- on.

On the question of whether wo should be vocal

or quiet, there seems to he no strong kreenent. Some

women feel the vocal person-is the on Usuallg-

eleCtdd, whether male or-fem .
.

\i,

WOmen are often-hearA,zout. I don't' \\.-
.

know \why men oo out of way to \
listen! -- , .

, \
,

. .

. -

-

...,.

Another saw women underplaying because tb:.:40 ey -anticipate '
. r-,,

discrimination. There- they are undervalued.
.

an

.\
il .

.Another ve verbose -'and6ther felt .men are more rb-d she rends to
. //_

be quiet, but in.her opinion wohen-make "thoughtful" -'-'s'

i . .

f , tcontrib u tions. .-

,

8 7
,

..
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. .
Slime women; particularly those who have been

around--the University for many years, felt that men

lean on 'women to do' the work. They hive almost

alway,; served as secretaries to their committees
.

and as one said, "I jiist recently rejected-"the office.

I've served quota." Another woman said,

The preference goes toa an eery time.
Women don't open their mouths.%

She knew of women pushed aside for men.' Friends-

lost out because:'ren combine against women--; Another

stated;

Female suggestions- fall flat at meetinns.'
Either women don't discuss or an argument
occurs.' Women tend, to put themselves- to
a position of deference, acceptino the in-
evitab_ility of not expecti9g,to Rake a

, major Ontrbution. -

A certain atteide of men towa:ra-vomen on
committees is not bealtfiy. A woman senses
an attitude, (Jets hellifletent, the male
reacts to this, 'not' to ttie 'quality of the
contribution., This unhealthy attitude
is not cuhfined to'F.ri.H, it is jy;st
because we grew up in this societv.

. -

-

Having observed being'sneered at at facglty

meetings, one respondent said she :is 'personally

Strong at committee meet/ngs and won't .be shut up.'

40;.en cannot 'dissociate from their-
.

tional sex- roles. Either there is a :,..,-44"

threat perception seen or they are'ex-
ploitative,

One perceiver of feels-that',

T. A woman bat to he very outstandingor
to kow-tow and he a stooge or bkown-nose,.'
The men get together and vote in blocks. Men
flatter' women as a-child.,, Wre is_an excess-
ive concebtnetion,On little''rdgard
for academic ac+lievement'oetoppet6wcec.

IF

A

rf

°
1.
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-wish they'd stop; lookin-glat legs and-look.
at MicidS.

hal ., .

One woman feeTs that it, is not mal-icious.i- when ,..

men under. albe Women.,tbey npt beau to put:Vomen.

.down. A few worien sound off without. thinking it
through. She his sometimes agree With,4he:men.

Otherfs hO7 thgt,y'gh -in the definite,in-ority,
' ' : ".1_ ' ..: 'Z

f_e_lt that worm's coittrfb4at4ons are hotAnder:Vaiued
el` . / ,-...., .;,

cite themselve..o/t., Other /O,ut4tandinn women-who have
,.., , , ..4-. , 'A' ' 4.

been on proi,t)i n'en,t4:6mia.1 ,itFes- s e mp 1 e's . One old
.,

qtieStions how -iinior--4-rit woman, ays.'. is:

lien regard Aim-tett_ removed from
reallityf..,-SOme,:lifeteepttOtt"It:ohkrige , . .

bscutiings. VoMen are WO 1 on'ijef being
offered,-as secretaries:
mi-tt fp:niter L.*.j.-') . to .

_trot .en have
adminiistration iS Vetter -aTt tfc appoint -
r9en t a being made to
ai v e 1 t tiRkt Y-t #,ort(n .

,,ic' "..,, ,,,. -, A nevi wpman chairman of an important policy
...

T.,,,,, ,It ,. committee. represeffts the -first woman, elected to
t-- N T .. .- -..: 14; 0.

4 .,

` ?.:1 ' such offThe on her, t'aripos: One .man .keeps. needling
, _

''.. her fo-r being a _femaje chairoman.,
.--

He need.les me for &Mile chauvinism.-... ,
,,,,.... ,, . it s no problem thbugh, others ca11:-me

2. .4 and praise the job 14redojinn. . ,a ; , .,.,--
f O.

, . ;. t s
r - i

.- c '': One other elplanatton women give for no wanting
,...
. ..; . .

.-

.to sea on cpmmitttes i's, their feeling. that the

...,:

.
. .-..4, .. , ..., .' .'.- a..4 ''.4 admigistrarion pays. no 4 attentidn to outcome:,. . Ate., ,c, .. .2, .

I, -- °, ,

- -
: .4*: " , T-hey. rarely a.ct on a-ny recgrmmendation.-
: .,..,- .,:l:be 'Nculty. lacks svlidarity and is

.

-.. 6 I 0 t . 0C .
r--,-- -4. It -ardS \

4. tib.. 4 r_z.... , .., , .

ti

4*

, .

.,
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permanently frightened by one year
contracts. Even tenured.peore,feel
frightened and academic standards are
not being upgraded.

Summary. of 'College aNnd University Service" Responses

A climate does not appear to exist at F.-D.U.

which encourages more women to offer themselves for

elected office or to expect appOintments to iriport-ant

committee posts. Some have adopteda retreatist'

phitosopby .after several years of attempting to

serve on committees; Others feel overburdened,

4s one of the token Amen On many eimmittees.and

Aleve-decided to discontinue that role. It is*in

.this area that the imageof the female role has

been most pertinent: 'As Cynthia gpstein not4s:

An.American society the iMputedfeninine
'attributes include among others personial,
warmth and ehpathy, sensitivsity and erio-
tionalisW, grace, charm, compliance, de-,
pendence and deference, 29

She continue's;

The image of woman' includes as well Some-t.
-no'n-charactert stics: Lack of aggressive-
nest, lack of nersonal.in-volvement and
egotism, 1ackI51)ers4stence (unless it
be for the benefit of'a family member)
and Tack of_amhitious.drive. 30.

Unfortunately, the. core'of attributes found- in most

professional end occupational roles is considered

to be masculibe:* pirsistence anddrive, personal

dedication, aggressiveness, emotional detachment
P

And a kind of sexless matter-of-factness equated'

_ _
'
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. with intel 1 egtual performance-. Those wone'n whcr

attempt s -c)ombine,,,the"female" and ,".professiortal"

4

role confiauration-ar'e under a good deal of strain.

the woman who takes her work seriously has tradi-
,

tiorpfly been viewed as the antithesis of the
feminine woman. , As Epstein ironically points chit,

the only way to el iminate this kind of role strain

would he to keep female and male roles mutually _

exclusive, that is, only men and no women_ could be

lawyers, for exoriple. In that ways women would

kncyW and stay in -their RI ace.

The-woman ?faculty nenber at F'. D..11, is inextric-
ably involved in -this role ambivalence. She is.

reluctant to adopt the aogres.sive traits normally

attrihuted to political and leadei-ship rolesr 'When

osrre does she is labeled "unfeminine".
--Art

Recommendations for Cotl -ge and University Service

1., Faculty and adninistration should be required

to .el imlnate the,uneterutilization of vmmen- on policy-
.

making committees as the law requires i.'",rest;. -,T
-
arid encouraged

-, . , =a;., -..

to search otit;wi.ilntj, able Women participants,.. .
. 2. Thtire' Must :lot ConmitteeS on the Status of

Wonen,, elected by Women fIculty; to monitor the
- c$UniAretsity'.s .comptillice with the anti.:discrinination.

laws? The committees 'should exist for 0eAihcollege
, .

and should- funttion -as atnillariess of the gerreral

-4
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grievance p\rocedure for. faculty.

3. The onnoingWomen's Caucus' on Women's

Rights at each campus should address itself to these

,A110
and other recommendations. /

4-;-' The long-term goal for women's participation

on committees should be in proportion to the number

of women at F.b.U., Immediate goals should exceed That

proportion.inaSMOch as personneldeOisions have pro-

'ddeed an fn equitable'distribution of women faculty. -0

-

XII, Pef-s.onnel pecisions .77
,The Aata in this section must be evaluated in

relation to ti-ie stafistical-44ta regarOng initial

appointments-con.titiiinnappoi,ntnents,---pronotion,

tenure and termination relative, to men and woven at
4

F.D.W.

,Respondents_ were asked their perce ions of

0

I

diffvential treatment in relatt6n to hi 9,----6-Cininu-
,

ing appointment, promotion, entrance level salary and

tenure. They were asked to des'cribe any personal
,

expgriences of sex, discrimination in personnel decisions,
'

In addition., they were asked their pet-ceptions of the

extent to ilpich the University- is recruiting and adverti-

sing to locate women i'acultyand adminTstralOrs,

1.
Despite the fact that few women-,-seeme4 to have

knpwledoe of the. salaries of other faculty NtOers,

qA

0

A of
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there were notable areas-of .consenstis: 1) "en are

preferred at initial hiring; 2) women's salaries at

birlig are lower; 3) men get promoted even

when they are Tes's ualified than women; A) generalry,

women are less knowl dgeable ;about -hoer to negotiate

for themselves; and 5 \women are perceived not to need
A

money, promotion or tenure as much as men.

Some of these perceptions were gleaned from women

who had served on personnel committees and on faculty

statOs committees, although few women have served

on the latter.- Othprs gained their perceptions through

personal, expeOknces. Of the sample, 11, women had been'

given a terminal contract at one point or another,

Some had fought through grievance procedures and been

retained; others-werelin their last year atthe Oniver-,

-
sity. A few cases viere still ipiprocess. ,

Most of the women who perteivel no discriMiiia-tion

-in the treatment of women in the personnel-decision

areas, also stated that they had no knowledge of what

'happened to other faculty members as th6y progressed

through the Mniversity. This is again a case of
,,

plur; alistic ;ignorance where lack,of disclosure in a

private-Uniyer4iiy tapids to.mask inequities.

Patterns of teice4 pt.ion
.

Although.there are litany subtle variakions-in

..,

perceptions of sex,discrimination, for tH ,purti'dses-ef ..' N

# 1,

a.

ti

.

4

.
01 ,

)' ",-. ' ^. .. ..; , ,.. ,
r '' , ,'
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analysis four basic patterns emerged on 2 dimensioni:

1) University status 31(hiqh or low) and 2) percePtipni

of discrimination (high or low), The patterns were:

1) high status - high perceivers; 2) RIO status -

low perc6ivers; 3) low status - high perceivers and

4) low status - low perceivers.32

Categories 1 and 3 represent 'women who tend to be highly

onscjous of both general spcietal discrimination and

discrimination at F.D.U.; together with a sense of

collectiye involvement with other womenL. Categories 2 and 4

were far less collectively involved and had internalized

societal norms aoverning traditional women's roles.

Differences among the categories primarily revolve around

.15

the uncertainty many women have of 'whether."women-

who-deserve it .can achieve" - the Horatio Alper, perspective -
, .---

pr wh'ether."men are definitely Niyen the preferenceP.,

This..can be vieweras the extent to which omen unWittin9-

themselves'for being victims of discrimination;

versus women's consciousness of themselves as an

eixploited,soci-al cl'ass. The more per:fectly socialized

warten'are to traditional beliefs that Objectiye.achieve-
t .

merit,' not sex-linked evaluations, and that. competence.

i-ather'than,5ex prejudice.,; govern academic 'status, the
.e, 0 .

less likely they are. to perceive ,personal acts of

'OscHmina(tion: These lap status,'16w-perceive-rs

acupted their slow proore*s the'Univetsity ranks, .

4, -
fz7

attributing it tothe emphasit_tAc Univvtity places
, 4 -

.op crede qtial siand produCt67tp,-rarather than on teach-

i, %

( . , ,
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o , For each ) , one case has been selected, which

host typifies the category:

Pattern 1. 4400gh status, high perceivers.'

Now that Dr. has high rank and tenure, she

feels free to "make waves" and to express'her feelings

on the treatment accorded %I-omen in academe and in

society. 'Dr. A. is actively working foi. change.

Pomen are limited and at a distinct disadvantage
all along the,career 16dder. I feel strongly
,influenced in my own choice of study 'by the -

fact.th.at'I Tam a woman'. .1 felt that this
yras more open to women than most and

was My most realistic option.

The more ihaTlinative, independent women en-
counter problems in being hired. A meeker,
more traditional woman is_preferred. The
-young, unnanrie'cLwoman is seen, as' being
umtnustworthy more' so than an older,
single: woman or a mafTied woman: The older"
woman, sfngle car married, is teen as less
of, a sex objeCt'and less of a- threat to pen.

Pomen are hired atioyer'enk and salary
Allah men. Idgmen are willing to work for

money.flen-hlfve easier employment
opportunities and .easier, opportunity for
advancement. -There are.,too few faculty
womeA and most of them are in the lower
ranks, or part-timers.: Pomen, a're scarce
in the higher ranks of faculty and almost
nonexistent in adntnistration. Women have
been' dismissed ere') when the,' were coMpe=
tent.

Dr. A. 'who has been at.F.D.U.'for; more than ten years,

has been a departrient Chairman.-At the tiMe,of her
--

Chairmanship she was made tfafeel grateful that she

O.

,)

.4
I,

4
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could hire.women. She now has much stronger fe lings

about women:s rights than she had then, and if she

had,the'opportunity again, she would fight for the

right to hire women at higher salaries.

Pattern 2. High status, low perceivers,

"I take discrimination with a grain of salt,"

said Dr. B., "I didn't feel any discrimination When

I was hired by F.D.U. five years ago." Dr. B's

a,
field is a highly specialized one in which there re

not many women. Dr. 11% ,did know of other women

within the University who had not been as.mell received.

Dr. B. felt that other women "had taljen [more negative

treatment] from men" than she had.

On salary, 'Dr. B. flatly stated,

I am not symOathetic to those who accept
jobs at a low salary. You neclotiate
when you come. If you accept a 16wer
price, any institution vill (14) along.
Mien I,came, I told them my price;
which I based on my degree, experience
and competence and they accepted it.

have ncitomplaint about salary.

rd4Dr. B..was made an Associate'Prpfessor after four

years as an Assistant. Dr. B. did not tsk for promotion.
. /

she was-not 'sure she wanted to stay at P.D.C.'

-and so she didn'tfiOat.for promotion when her chair.
1/2

man s4i,d ''yes" to,tenure, but mho" to promotion.,'' lilt is.
4. ,

. , .- ,

ea,siet-to move 0 another instiTiatiOn:at the;Nssistant

leve.4."jbe pe.,mon,nel committe voted against promotitre
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the adf;inistration overruled this decision and Dr. 8.

waS\promoted.

\Pattern 3. Low status, high perceivers.

Nc. C. is highly aware of discrimination against

women thpugh personal experience and through her

disci'Pine. After experiencing a two-month delay in

thdoconferrin:g. of her doctoral degree, she was
v

appointed to the F.D.U. faculty as an Instructor.

She has been at the Assistant level for 2 years,

after a.year as an Instructor and 3 years as a

'part-timer. She does not have tenure.

Men are giVen higher rank vithout the
degree. y.initial salary was the
minimum they could give me. teen are

_ automatically considered for promotion.
Vomen-travd-ittkil a special case for it.

irk Dr. C: feels pressed for time to do research.

She has been continually involved with the preparation-

of new courses. Questioning ih-e- tenure policy, she

o, ,411e'

says,

The tenure policyis rotten. You cant have
a sabbatical until you have tenure. F.D.U.
is- fostering mediocrity by not allowing
time off for scholarly activities.

Dr. C..feels that opportunities -for women are

,generally_ilmited and not- very greet anywhere. She \

feel's that women at are not taken very

ser -1
L

a
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A Patterh 4. Lo status, low perceivers.

Ms. D. feels that she has alvays been one of

the boys". Men in her department Kaye always appreciated

having women around. She feels there havealways been

equal opportunities for women 'in her field altbough she

has read 'that women scientists feel that they have been

discriminated aaainst.

1.1hen'she was in college, Ms. D. related, "very

few women were willing to get ahead in the field

because i was so demanding."

I have alihays had to perform equally with
men and meet the same professional stand-
ards. Sometimes women don't carry their
full share of the load in the departmefft.
The criteria must he that voMen must be
evaluated as to whether or not they are
doing a clood job, regardless of their
sex. fly department is full of good
peonle and they are interested in one's
performance, or criteria.

Ms. D. bas,been at F.D.O. since 1959 And has

never felt that she was held up On promotion oT
\

merit raise. She haS,no knowledge of how or why

p ople are denied tenure. She feels that she,has

gotten full 'recognition forybrk she has done. She -was

° on part-tim status for four years, spent five. years

as an Instructor And five as an Assistant'Professor.

Wider Sampl-ing of Response

One respondent recalled that her. departmemt

had once peen told to "hire a Teaneck housewife with'

a Ph.D. - part-time.! 1,k valght serve as a paradigm

for the perception of.t e ersity's personne

98

.
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r.
policies heldb/ many high perceivers. In other

w ords, the eriplo"nent

i
qient of a eon with high'credentials,

as cheaply as nossible, was 4: sired. Low perceivers,

on the other, hand, seem to ex ect riinority status.-
i ,

One, respondent ,claimed that her department' was balanced,

wheri actually only one - third are women. J

The following sta-ternts were made on 1) Recruit-
,

nent and hiring of women, 2) initial salary and salary

increases, 3) promotion, ab tenure, 5)- comtinuation.or

retention, and 6) termina07 and grievance.

1. 'Recruifnent and.Hir: q of Women

We have a new nucleus Amen 'in ny department
and there is no'current attempt to recruit or
interview women. r

!

_Within my department, no special effotts are
being bade to locate women. I douWithat the
Univerlty is trying, ither`., There are .far
more mem here than women%

There/are-oren around here who would apkes,
_good administrators. As things stNnd rkto,,
'wome.m/ are almost invisible in administration.

2. Initial, salary and salary increases-

T. learned al.;32a,t tfie importance of the entry.-
level salary frbm,my previous job where .

I was offered.'Slfh0 leSs than a'. man with
compSrable qualifications.

1 ,

lAs departMint chairperson, I Wecame aware that
'less qualified den were given the sane enter-
ing-salary as more highly qualified Women..

I relvested.promotion which was turned down
by the.nrievance committee., Tw9-new deans
reversed this c16.isiOn.. received Only a

4 ,S100-selary increase with thfOomationbut-
=,\, was so nrateful for .the .proms that I did

'not'complain. 4

6 ,

91
' 4

r

,
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/
I knot! fora fact that discrimination -agaiist /-
women in salary and promotion exist. I exs
perienced tvd-month day in the 9:niing
of my doCtorate. I was appointed as Instructr/
while men cone in as Assistant Professors /

vitho'ut doctorates.

When salary decisibns were made there was
-always -the feeling 'you don't need t.t; job.
Your husband supports you...yoU're r ally'
playing.' I was put down es a dilettante.
ful.l professor said to me; 'You make/

a fantastic salary for a woman!' It i%
irrelevant whether a woman needs thelloney.
Absolutely that feeling persists among.
men that women ShoulAget paid less/.

3. Promotion

Women are not supposed to vant,promotion.
I'vas an Assistant Professoivfbr seien,
,years although a male colleag e who came
in later than, I made Associa e lel:three-

) years. Women s,citizens.
They are kept down.

I haie been hejcf at the sistant Professor
rank -for nine-'years becarse- I do not, have .

a doctorate! My depart ent is resea'rch-.
'orien'ted and 1 am inte ested in teathing
methods 'courses. I ha e set up 'and directed,
a'summer institute in my field'
auspices of anation 1 prgaAtzation'in my
discipline. I supervise men who arejull
profeStors.

4. Tenure

My student eN/aluations were -high, .but I was
told that my teaching, was unsatisfactory a,nd
that I had no harisne when I was denied,
tenure. I lat r appealed and won. rhad
begun to feel hat my department was going
downhill and- rged them to try new things,.
Whether I wou d hare_ threatened them if I
were a man, dorOtkn .-.One woman was
granted tenure with'very i le other than
beinglcpnscientibus,in'c4ss.* never
servel pn cbmmite*Ps, she did nogr uate
work. Ple vac.a-'yes, sjr!' person wi no

bitioh who winted-to get along with the
men, he/ had few sugg4)s,tions. She asked
nicely._ 'faliorsliihd was of interested ,

equality.,' 4-
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The ratio of nen to women in my department is
over six tp one. In. my 'second year at the
University, I was almost fired because some
senior members of the department saw me
having lunch with two faculty members who
were known as troublemakers. tAfter
extensive questioning, she was thereafter
ignored by her colleagues].'

5. Continuing Appointment - Contract Reneal

Pany'me9 in my department fear, women and
have di'f-ficulty relating to them socially and
professionally. As long as women are not too
aggressie, it's 0.r.:

They almost fired me in my sec old 'year. The
senior members Called me in to talk about ,

associating with and - they ere
known as troublemakers, amend I had lunch with
them.. I assured them I had no connection
with these people and that I was happy
here. They were reassured.

6. Termination and Grievance

A very good friend of mine was terminated
here. She was a little too impressive:
Phi Beta Kappa, impeccable credentials,,
highest student ratinn, charming and

'anree-
.

able'.,She's now doing brilliantly at
-noal-ther-An4Ye-rs_itv.___Sh-e could ,,only jiet,
part-time at first. 'S was soon Oomoted
to Associate Profegsor. Nov she's taping
courses for TV and represents her University
at professional associations. .

From a woman who served en the. Faculty Status
Committee: There is a tendency for departmenA
personnel 'committees to -give terminals to
women rather than to,ne for "incompatibility"
reasons

I doubt that women are treated,equally.
keep getting one-year terminal contracts -

wall be aettino my third next year.

My, senior committee voted for my termipatign on
the grounds that I did not have'the
However, they p.eoceeded to recommend a male

ipi



- 87 -

Instructor vithout the Ph.D.-tor both tenure
and promotion toAssista.nt Professor. He
has stated he does no-t intend ever to try
to get a Ph.D. While I am now prepaHng
for my Ph.D. orals.

Mare women are being hired now, but it,
also looks like more women are being-
terminated now.

!Comparative Data for Men P Women Faculty*/

Highlights gleaned from statistical data comparing

men and women ISculty over a five -year period, are as

follows:

Initial Appointments

Over the past five years, the proportion of initial

appointments giVen to womenhas declined.= FroM.a_paak

8% of the new faculty hired in 1969-70, the pro-

portio has d.ropPed to 19.2, in 1972-73.

lc Uneven distributions of men and women faculty often
exaggerate benefits for very small numbers of women; when
percenta9ed in relation to an already smaltproportion of women
in the popyl on. *-This isparticularly-Woted, with promotions
and tenure;

,
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University = wide

Appointment

1972-33

% of -Men .,of % of Women of
Total Faculty. Total Faculty
Receiving Ini- Receiving Ini-

M Appointment W tial Appointment

Professor 3 .5.8
Assoc. Prof. 10 19.2
Asst. Pro,f;-_ 21 40.4
Instructor 8 15,A

Total (52.) 42 -80.8

`1971-72

Professor 4 7.7
Assot. Prof. 6 11.5
Asst. Prof. 2D . 38.5
Initructor 10 `.-19.2

Total(52) 40 .76.9-
_.----

1970-71

Profes1sor . , 2 4.7
Assoc. Prof. 7 16.3

1

Asst. Prof. 14 32.6 ' .

Instructor 9 20.9 .-

Tatal(43) 32 74.4
1"/

1969-70

Professor 1 2.0
Assoc. Prof. 2 4.1
Asst. Prof. 12 24.5
Instructor 15 30.6

t11(49) 30

-Pro:f e-S-' r

-61.2

1963-69

1 1.2
As3oc, Prof. 7 8.5
Asst. Prof. 39 47.6
'Instructor_ 16 19.5

Total (82) 7.6.1. 103

,

1

5

4

1.9
9.6
7.7

10 19.2

}IND

1 1.9
7 - 13.5
4 '' 7.7

.12, . 23.1 __.....--

-

2
\

.

-

4.7
4 9.3
5 11.6

11 25.6
r.

1 . 2.0
3 6.2
6 12.2
9 18.4

19 34.8

Oa

1 1.3
7

11--
8.5

_

/9 23.2_-
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For women in 1972-73-it'was twice as likely that

their" initial Sppointment would be at the' nstructor rank,

rather than Assistant Professor, that it was for men.

Also in 1972-73, almost five times as many Wpfl as

women were hired iitially at Assistant Professor rank,

and ten-times as many pen as women were hired as Associate

V,rofessors. Not one women was hired at full Professor

rah*-although almost 671- of the new hires were men full

Professors.

In 1972-73, 40.4% of the total faculty who received

their initi%1 appointment at the Assistant level Were males;

women constituted only 9.6% of the total faculty hired at---

the Assistant level. Of the 50% of the total faculty

receiving'initial appointments :at the-Assistant level, more than

four-fifth were males. At the Associate and PrOfessor level,

the picture is even more bleak, 19.2% of the total, faculty

in the 1972-73 hirirls were males who received appointment

at the Associate Professor level and 5.8% were males hired

at the Professor level. Only 1.9% of the faculty hired Were

women coming in as Assuciates; no women were hired at the

Professor level.

It is clear that initial'hiring is where the pattern

of sex discrimination begins, first in the small numbers

of women hired even at the point of.cireitest expansion; ;,hen

19 women and 63 men ilere hired 0968-69); and` second, in
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th'e lower rank assigned initially to women, as well as

salary, compared to male new hires. This initial

discrimination paves the way for greatly magnified

discrepancies that then become cumulative.

Continuina.Appointment

Using 1959-70 as the-base year (since 1968-69 was

a deviant case in which an unusually high number q'f/en

were hired) the trend toward retention of women

initially hired the previous,'year went in opposite directions.
. .

For men, the proportion of, initial and continuing appoint-
/

ments increased reaching a high of/175% by,1972-73; for
/ ._

women, the p °portions of initial and continuing appoint-
. \% -- 1

melfts decreaed ,e-ach year withonly 76.P%'continUing in 1972-
--

73.

195

fe

4
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Table 13. Distribution of Continuing Appoi ment By
Initial Appointment Between Me and Women
Faculty

ti

x

Initial

Men

g
Contig

.r.

1969-1973
/

Increase/
or /

Decrea0
# '-

Initial

Jncrease
or

Decrease

/ . _----
972-73' 4.2 +140.00 42 +175.0-- 10

/

.

1-72 40' +133.33 33 /(137.50 12

'70-71 32 +106. 31 +129.17 11

30 100.00 3 i 1.00.00 19 ,

to-men and women.

----.

° Women
Increase Increas

' # or
Decrease Cont -`g c' Decreas

.

-52.63

-63.16

-57:89

'Using 196,9-70 as the yeait-and assigning eqdtavalues of 100

10 _--76-92

9 -69.23

1C17 -76.92

13 loo.00.

Th9' proportion of continuing appointments f women-

ranginghas remained fairly constant over the past 5 year

froM 19.9% in_1968-1969 to,21.0% in 1972-73. Wh le pro-

portions of women given apPointments ar/d continu-

atio'n fell over the .years 1968-69 through 197' -73, the

population of womein
/

,jhe means by which, this con ancy vi/s maintained was the

, '-
decrease in the hiring f women aad the increase in the

hiring of men,- and the'prOportions of those new hirings.

term4nated.

for women, the l9,.ni versity became a revolvinq
.

Women have-tome and gone at,a much higher rate than- men,
____

.
.

. .:
as imfle ted An the turnover.

.1:06.
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Promotion "-

As is generally ,the,cese with the status of women in

the. past :five years, in the area of prbmotion, wiomen

have again lost^ground. At_every rank, durinOhat time

there have been startling discrepancies 1 Erates of-

promotion between_men and women.

C
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p 14. University-wide Promotion From Each,/
to Next Higher Rank

-1-972-7

14

-1
4

% Women or
`Faculty

PrOmoted

Professor -

Assoc. Pro.f 16 26.6 1 1.7
Asst. Prof. 18 30.0 10 16.7

____--- -instructor 12 20.0 3 ' 5.0

Total (60) 46 76.6 14 23.4

1971-72

Professor
Assoc. Prof. 8 -20.5 .,- - .

Asst. Prof. 18 46.1 3 7.-7.

Instructor 9 23.1 1 2.6'
,

Total (39) 35 89.7 4 10.3
.

P.-Cfessor
Assoc. Prof1 10
Asst. Prof. 24
'Instructor 10 .

Total (51) ,44

Professor
Assoc. Prof. 13
At'st. Prof. 22
Instructor 15

Total ('62) 50

1970 -71

19.6 2 3.9
47.1
19.6 5 9/.8

t

86.3 7 13.7

6(.Y1=-70

-1

6.5
6.'
6.5

12 19.5

Professor - -
Assoc. Prof.. 9,, 1.8'

--ns1:11-r-of._:_ 29f 5 2 3 5.5
Instruttor t=1 5.5.

Total (551.48 12'.\8



. For 1971-72 where 206", of the total facultyre-

lceiv.ing promotions 'were men who moved from Associa-te,.

Professor to Professor, there were no women in this

category: In that- same year; -46.2% of. promotions Were

males moving from PSsistant Prcfessor to Associate.
fessor, whereas only 7.7% of the Assistant Professor

to -Associate Pro,fess'or were.wom-en.

The figures for - 972-72. ire compar.ably hleak.

The Associate .Profes or to Professor move was made by ,

..

26.75 o t-hepromotion cases; women comprised
.

only of-4;e prociotions from Asso

:,to Professor.

_These percentao e.s.Oo- not even reflect th.e.?.411.:.
- -...-...

extent Of disadvantage .for Siciben h.eca't.6e 1)- women ai-4:-%-.. ',

, ...?-. ..

only 1/5..of the total faculty ind.Df. their.,..already.173.,,t4.:',:,..e...*:-,;,,
.. ,

. : \ , ...-- ,-. 0,.., . - --_,-

number, relatively neglioihle nunt'.1).es-rs.;:.get..p:romoteit.4.411'.%:-:- ,%'-',''.--,
. e --.- .:- i:

. ..

2) the perc taOes agruify thKen- cases', :e....g.f.:.

: -

the 5 women who were promotecLfr.0 '...td...
. ,. -

9'A s-Fi stant Professor are- ;.Q
,
.77. Af total 4 i-OV1 t-Y ilr01-0tion's ,

....:- : . ..-,. ...?. ': ..'r...'.. '-, ,*.:,,. .',
4 case of the .p.eitent roughl,r1.doCtkfin-g the. .c,ttfai. 6011Ye.r-.

. . .- .
. .. - .... _ ' -.-' '1

When a.n.a 1 yt in.(); 'whether h0,-ing the P h..P . 4.,f.fiii ,,i-fi....
-...

.. . , ... ,... ,
-.., ,

rate of proiiotioni,r Tat)1 e'426.13 ittcliCt:ate -that ,itxt:(4r.ift Cy.- \'31..
, : -v-r - .-,,...,

Wide, the 'Ph. D. of littleulyanfaile to worien-,..
:-

i , \
.

:1'..;,:.
... -.::-try!..- --_,,,-1'...: ... ' . , ' 4 , '.' ;

.. , ', ?'.
k. _ -

g %.,-., ..,.
'

`.\ . ..', . ;,,_
. . -

. ' / SV.*.1.

lo . "..,,
! 1 '

' . . '.< ' ..... 4444,
-,....,

,
,.. '41 ' I.

:%...... ..' .i- -i-111.- . : _.2:1S.:, ?, - ,
°. '. .......

' ..-:- ,A1T'7\ ---'ii,M.O.%
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Tatr-..e 15, C. oM.paris. on o,f Full-tiMe. .Faculty Women and Men
...,

.
...... Who 'Cot Promotion (Compared to Total Faculty)

',.-- ..-.:.:4-7:- ..

4 t
sW 0 M E

..?
. /> cora- - . - --,

,.,'.-,.an. 1/!''er: To . , Dared.,-to Atl.lomen, #Woraen;It h v/0 1.:1,th- & Tbtal .1:..6t al Kith w/o
....:b. Ph.D. i -/;;i,.,. Meii; , ,!'leir-. Ph.D. ph,.p .___
.,.... .. , Pr-oM. ph.D'..: ..-aculty ...T..7a-ct4ty P-rr, . Prom.__-...-

: 4
.,- .. ,,, '...,

"-97-2-7, 31 -. ",2:6 L7 '-388 i:=1,,-;77' ,- 7 s, 6
397t.--2 a9 .,-i0, 39 S6§.-' 1,6,-; 8-\_!,-(-:,{,,--',.; _4 5
19,:)--7; 25 ;21 ..- l-6 354,%; ic'e,.:,', 1- 6
:9=-::9-.-7C 3.1 .20 51 351 4, i It... 5 i 10.
r9 a -6..; 23 2'1:- ,

1i7 365 , 12;9' '-..,,, :4

... 1;:adi.$on
,,,

..,..

Total
with ,&

Ph.D.

13 100 13.0
9 102 8.8
7 1,01! 6.9
12 102 11.8

9 94 9.6

,'?
94 6 :4-1.-.: . 0 ,

.8-r 2:3.'8
.1:::.5: 0

21 14.3
17 5.9
16 18.8
20
22 18.2.

35 . 14.3
39 2.6
42 2.4
46 19.6
3:T 10.8

4k 11.4
46 15,2
43 7'0
36 8.3'`5 2.9
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women, -at the Teaneck campus. That policy does not

apply to men, as evidenced by the 1972 -73 figure's, showing

7 .men without Ph.D. promoted, but no women.

At campuses where women have been promoted without

the Ph.D., only token numbers of women have been promoted

at

In fact as Table 1'6 indicates, women have spent a

considerably longer tine in.rank before receiving pr000tion

partict:larly in the Assistant Professor rank at Rutherford,

and at Teaneck.
r

Table 16., , ,Standard Deviation off Women and Men Progoted
Among Full-tire Faculty, by Tine in Rank, 1972-73

Professor '

Asspc, Prof. ,

,Asst. Prof.
Instrpcter -

PrOfessor
Assoc. .prof.
Asst. Prof.
Instructor

University

r en

2:01
2.28

0.67
1.61
1..13

Professor.
Assoc: Prof. 2.11
fisst. Prof. 2.97'
nstructor 1.58

Profess°
Assoc. Prof. 2.0,6

Asst. Prpf. 2.01
Instructor '- 1

Madison

Women

1.71
2.88
1,45

o.eo.
0.64
1.33

Rutherford
-

% 2.00
3.38.

, 1.47

Teaneck

1,71
2.70
1.42

111

-1
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Salary

Over the past 5 years, women have fallen further,.

beiind men in slary each year. Thn averaoe salary

differential between men and women at F.f.U..in.

1972-1973 wasM,193.00, or 12.4%. When ana zed.
. i .

-44 . .

by campus, the largest gap exists at Teaneck,- where
JN

the penalty for being a woman results in

differential, compared to Madison's 51,867.00 and

Rutherford's SV,351.00.

4

Is

tr.

-.
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Table 17., Average Salaries for Full-time Faculty
by Campus and Sex -,1968-1975

Total
Faculty

eaneck

1972-73

7--itherford

Wiiversity-ide

ladison

.$17 X27,9

16,537'

16,513

18,918

1971772,

jrliversity-wide

ladison

$16,460

Avg.
Men's

Salary

Avg.
Women's
Salary

$17,730 $15,531,

15,005

16,894 "16',,643

18.720 15,773

$16-,891 $14,992

ladison

Rutherford

7Paneck

1969-70

iniversity-wide

1..icrison

Otherford

3.utherford

--eaneck

1970-2771.

15,992

16,997

$14,80.

-14,493 .

14,450

15,226

$11,778

11,467

11,50,9

12,083

1968-69

Juiversiiy-wide $10,218.

15,940 15,228,

16,542 14:,807'

11,511 , 14,862'

$15;226

14,618

14,944

)5,632

1 .

$12,045

11,703

11,785

32,317

Ssex Differential
Annual
Avg. S I;

- $2,198 -12.4

- 1,867 -11.1

- 1,351 - 8c0

- 2,946 715.7

- $1,989

- 712

-

- 2,64'9

$13,521

13,814

13,495

"13,436

-$1,7.05

- 804

- 1,449

- 2,196

. $10,8t1 '-$1,184

` 1\0,489 - 1,214 ..

,

11 ,\005- - 780

10,Q83. - 1-,434

- 9.8

-10.4

- 6.6

-11.6

$10,442 $ 9,31 -$1,091 -10.4

Madison' _ ' 9,77- 9943 912')k 819' - 8.2
7

4".
Iltutherford 9,855' '10,080 9,324 , -

54Teaneck 10,636 10,843 9,520 - 1,323 - 1.2.212.2 .
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When an lyzed by rani :, every category at every campus

reveals a sex differentiation in-average-salary. Furtherr6re,

when the five year trend is examined, there is no rank at1any

campus 4,11,..)-e* v men's salaries have matche.d men's salaries!
4

Table 18. Distribution of Average Salaries Between
11(tn and Women, by-Pank - 1968-69 through
117.-73

19J2:73

Prof.

m w,

1V0 23 21,8'62

1971-7

.6: 21;791 21,043
.

197,0-71

Ayr 19,816 18,-931 '

University-wide

_LL041._ - Asst. Instr.

18.730

18,069

1

16,48

19f9 -7r,

AVG' 15,901 ,689 1_61

196n-69 .'

AVG 13,865 12;800 11,649....

w

17,38`4 15,048 14,535 12,227 11,.832

17,168 14,791 34,633 11,769 11,362

-

15,538 13,664 13,518 10,636 10,282

12,5 -11,235 . 11,069 8,9.29 -8,648

,156 10, 9,750 8,354 8,080

Table, 18 shows that at the, lower rank
,

f Assistant Pro-

fes'sor.and Instructv., there was no 'glaring di repancy'between

mem and women unti141971. At the 1971-72 point; ere 'salaries
,

were raised, it siThificantly benefited men Wall le ls, .

\-
. -

,bttt did ns comparably benefit women..at any rank. 'Women

the three loge ranks ended by'beince.left even more
'
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radically fiehind men;

An examination of,the data by,income categories

(See Table 19) reveals that co women faculty earn over
,

$25,000 while 17 .men do. Almost 100 men earn over

S20,400 but only 9 women }have reached that level., As

with rank; the laroest pr'oportio'n of women are at the

lowest salary levels - 35% of the women_earn S11=14,000

compared to 17% of the men. Five percent of the women earn

under $10,900, while only one and one half percent of the

men earn so little.

Variables frequently associated with salar'y, other'

than rank, ,include age, years at the University, years in

rank;, and the doctorate. The effect of these variables

on salary was also examined.

Table 19. Distribution of"Selected Ranges, of Faculty
Salary Levels Among men and,Women. 1972-73

I. University -wide

Men
-

Women
,..

N % of total .% of total Ii % of total % of total'

25,000 (+) 17

men . factilty

0

women faculty

.4.4 3.5 --
.2024,999 99 25.5 20.,A 9 9.0 1.8

,_

17-11,999 109 - 28.1 22.3 '24 24.9 4.9'
14-16,919- 93 24.0 19%1 27 27.0 5:5

11-13,999 64 . 16.5 , 13.1 35 35.0 7.2

11,009 (-) 6 _1.5 1.2 5 6.0

Total men; 388 Total Women: 100

115



N

25,000 -(+) 3

?0-24,999 18

17-19;999 '28

14=16,999 21

11-13,999 -22

11,00n (-) 4

?5,non (+) 1

20-24,999, 18

17-19,999 25

14-16,999 28

t143,999 16

11,000 (-) 1

- 1 000-1

Madison Cappys

% of total
faculty

% 0-A9/al
men

% of total td % of total
facility wo.;len

3;1 2.6 0

18.8 15.4., , 1 4.8 0.8

.2''9.2 23.9 5 23.8 443

21.9

22.9

17:,:..q 7 33.3

---1-8-.1 7 33.3

6.0,

6.0

4.2 3.4 1 4.8 0.8

-Total men: 96 Tatal women: 21

Rutherford-Campus

1.1 0.8 0

20.2 14:5 2 5.7 1.6

_-'28.1 20.2 9 25.7 7.3

31.5

18.0

1.1

22. 9 25.7

12.9 14 40.,0

0.8 1 2.9 t

7.3,

,

11.3

'0.8'

Total ren: '39 Total women: .35

IV. Teaneck Campus

25,000 (+) 13 6.4 5,0 -

31.0 25.5,

27.6 22.-7 ''..

21.7 17i.8

12.8 , 10,5
,..-

11,000 (ill4 1 0. 0.4

\_/---:-\
Totatr men: 203

20-- 24,999- 63",

17-19,999 56-

14-16,999 .44:

11-13,999 26

I1

\116

6 '13.6 2.4

10 ,. 22,7 4.0,

lt 25.0

14 31i8 5.7

3 6.8 1.2

Total.wOthen: 44

A.
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1) For those under 31 years of age,-more tha--6

3 timfts-A-imany nen as women 6old the Imstructor, rank,

reflecting discrepanciis in hiring.

In the dominant age range of 3)-55, the leading

differe'nces indicate more older women hold lower rank

than do older men. Mo women under 41 hold Professor

rank, although 3 men do. Only 1 woman under'46 holds
a ,

the highest rank, although 11 nen under 46 are full

Professors.
1I

The yeArsAetween 30 and 40 are critical career

years, and the data show discrimination enhanced during

this period. Between ages 31 and 35, men make significa'nt'

promotion leaps, which continue and Jow in the ages 36-40.

Thisais most apparent in the Associate and Assistant

Professor ranks. By age 4-0, (1972-73) 99 men And -22' woven'

held Assistant rank; 56 men and only 8 from

rank. This rank discrw6-16T-1Gis career "growth in the
,--'

...

,

expected pattern fdr,men - but a lack of cgmaff-fiErith ---=
._

,
--=.

By (ge 50; of the, total facul,ty, 1-111,i6 compa
...t.

21 women), anproxiMately 25Y are malit -at -the-I:Associate
.. __ ....

for women.

-level; only 5% pf the faculty are"-fe-W-e-A AktlAtes-.-

4

117

,
-%4 ,

4?*



Table 20. Distrilvution of Sele_ct-ed-Aq
and Women, by,Ra.rilc,' Unive

'.ne Range

- 40

1 - 45,

6 - 50

1 -,55

- 60

,

Men.

Ra

-wide --1972-73

ofesul,P.'

ofe

18.3

29 31.2

14 15.1

- .14.0

4

4

.1

4.3

4.3

Total Faculty 93: Men 84; 90.11% Woe-ri 9;

5

1

- 30

- 35.

4G

N

4

22

4

45 26

5 - 50, 29

I - 55 17

; -00 y

5

- '65 , 5

Associate Ralik.

% of Total
Associates

2.3

13.2

18.0

15.6

17.4

10.2

3.0

3.0

4.

ri

2

3

3

7

6

4

2

2

.4

% of Total
Associates

-1.2

--

1.8

4:2

3:6

2.4

1.2

1.2

411 , a

Total Faculty 167t; Men 138; 82.6% Wcion 29; 17.4%

4 A

:118
kx
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-

-* 30

;1 -

;6 - 40

- 45'

,5 - 50

41 - 55

6

24

37

19

Men
% of Tja-fl,
Ass-i-t-tants

13.5

21.3

10.7 .

.2,

1.1

2.2

ti

6

1.2

Women
% of
Assistants

4.

10, -

6

A
4

1

.4

6.7

Z.3 '

'5.6'

3.4

2.2

0.6

Total' Faculty 178: men 135; 75.8%" Vomen 43; 24,2%

1 - 25

:6 - 30

3

lt,

- 35 15

-. 40 1

45

50.

- 58- 2.0

% of Total
Ifistructors

30.0

2.0

%` of Total
Instrpctprs

6:G

10.0

1.0*.

2:0,

6.0

,

Total Faculty 50: Men 31; '62.0%
- c

Woinen 19; 38.0%

*
, 1191



Youthful gnstructott who might begin their. career
__-,_

K______ -patterns will certainly encounter discrimination if they
- 4

% ,.

are women. The Assistan.tProfessor level, for th*ose under

31 -1-ears ,old, is

of the

'31 but only 1% of t faculty are female Assistant

minated by Win. ApproxiMately 5%
/

aculty are male Assistarit-Professors under,

Professors in that ge -group. This domination aitinues.

at every rank dmeoro ws irimagniitude for men in theupper
f.

ranks. Ape as- a v-ari.ablve AS, then, conSistent with theo.

Years; experience at rcil.U. have attained Professor ran

pattern of se,x discrimiKation,mthat-oldEr women are clustered,-

in' the lo-er ran-P.-3=4nd th ompounds the overall discrep-
.

anCy in salaries between men-and women:

Years atE..P.U.

1

- A:similar Rat-tern obtens'with years' he

University. Women-with propertionately, mor, years at .

F.D.U. than men are clustred_in,the lower ranks.. A.

Smaller proporti:on oft. women than men wit less then 12

In fact; no woman with lesSthan years at F:DX.

full-Profelso, although 15 such men are. Women ha e

to be here longer than.melf, on the averake, for ev ry
:

,comparable sfotus.

120 ,



gabitc Comparison 'of ,Total Years Faculty pervice
Men and Worsen -.by Rank - ''19/273

Agst. Prof.

W
/N 7

35-0

29_ 50.0 4 6.

16 53.3 14 1.3,

3 15.0



the y Icategor in
...i

which there.is a representation
. , -$ .

men and wom R is for thosn-'servin 7 years at the

lowest rank, I structor. At-the mo t significant level of
. ,

- - -''

,,,
_.... ..,- ,

achievement that "Of- Professor, 50 f &11 th6se at F.I/.U.

- $10T3

for 12-15 years are male fall Pr fessors. Only 7% of --

all those here for that length Of time are ,feM.ales at,--the

full Professor rank. Almost one-half of those faculty

ere 16::11 years are male Associate Prgfe sons; only ,5%

for that length of time are female ssoti-ateS-:

Doctorate

Dore men proportionate tic) otalyopulation

ha/4 the doctorate ineach,rank tnan-w men, except

the Trofes&or level,'where proportion tely more wOen

are Ph.D.'s. The differences, howev.r,,.are not tha\

,ed Associate rank, with 2% of men compared

'to 52% of en having the doctora b. ,A{,the Assistant

level; onl Or o e 'women and 0% of the mu have

octorates. It is unlikely`that the/doctorate is sufficient

to explain thk differences in salary, promotion, ran
tl

and tenure. The difference in the proportiong of men. a

women bolding the d ctgra-tTtsfelated td the -sexl-typ:ed

field's of physica education and" nursing where:the Ph.D. i

not required, c mp,ared;Ao the ,Department of Dentistry where



- -Table 22.

I
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.

Distrihtiti,on.-tf Doctorate - holder, amoillAeli'#nd
.Worsen Full-tine F_aculiv.hyllan.1: - 1972-43

Men

r

I.' Unive.rsity-wide

-

,to t a 1 Doctorate Holders
% of el, of tien'
rank. Drs. -

11 ':o f.. 84 ER 80.9 '30.2 9

Astoc. '138 86 62,3 38.2 29_,,_ a . - , . . , , : .
asst. 135 67 49.6 ., 29.8. 43.' .--

?- -Instr. . 31. 4 12.9 t 1.8 -.1-,9_i ,. .-
-wft-7--'! : ,t; '; T 388 225 58..0 10A

,

i 36 :0
. I

I.

WOrIgi)

Doctorate flold'013.
-11. % of %o f. ilqinery

rank Drsi:=;.

.
-

8 88.9

15; 51.77,

_-Asso-t.

, - II. Madison Campus

12 1.1 91,7
as 27 31.0 ,

-7- i;!..:4-5-7f-U ---40-4-
Asst. 35-.- 19. 54.1.3 9 . 3 33.3' (Arty-

*sti-.. 11 ,.. 1 9.1 4 -0 - -0.0-',,,., --,
3100.0 '

. , ;;- 4,- -

41.7

36:1

1 144...0 -12.0

III. Rutherford .Campus

ASSOC.

Asst.
tr."

Pro.
Assoc.
Ass,t.

Instf.

.
10 76.9

32-V'
34 13 38.2

-16 - 3 30:0
_

51

IV. - Teaneck raneus

59 '47 7-9.7 .- .7 - ,..68 42 fl ._8 . ,.

66 .35:-: -i,. 0 . .

:lb : 0 - ..
k..,-:

.--..
, --
No ,... ,

2

13

8

6

10

21-

. 1..
,

_

:

r
.-

,/-

,

.

1 60.0
--75---7'111 :7

2 154
- 0

10Q. 0
-",

b- -. 60.0
8. 38.1

. 0 ".. -
. .

12.0'
63.0.
25.D
0.0

100.-0

30.0

. 30.0

. 40.0
.

0.0-
100.0,
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under-representation of women is .naintained 'and in fact,

'extended through the denial of 'tenure.

I

Table 23, Percentage Distribution of Tenure among Faculty
flen and 9omen by Pank. - 1972-73

1. bniyer5ity-wide-

lien

21'

!!omen *-f

... --

';'- ... Tenure Tenure
1
. --% .of _ % of % of *P-% of

Total in , .....; IOW : 'fleil :,..._Total in_ Total'- .Women-
Rany ': N Faculty -, FAcp 1 ty Raftk- N Fac 0 ty==1 Faculty

. .

Ag=488 / N=388

Prof :, 84:- 74 1-5 19.1
: 9

..
.

Asspc. 139 80 -16..4 20.6- 2-9---

4 _

ASSt. 30' 6.1 7:7 e . 43
.

Instr. 31 t.. '19

Total I; 388 ,184. -3T.7 47.4 ' 106

\ ..

N=488 N=100
\

a- 1.8.: 1- 90.
\

--------, 1,._

7-- AT_ . 17.0 r
. _

12' 2.5 12.0

38 1.8 . 38.0 :
.

- _

_

.Total Tenured Faculty: 222; tleii 83%;_ __ 1lomen 17%

4thAn eiamined by rank, thi granting tenure becomes

lesii 1 tkely as woncn progress through the ranks. _ At
-

Nssitant leVel , 16.%. of the total faculty ate tenured men;
.

4
Q . 0- '

0.11 y 2.57 are tenured women Assistant Profeirs: If women

are able to reach_ the.16iel of Associate Profes,sor, they_
. . / .-.
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N,

haVe. the hest cipp-Prtunitsv for tenure ;.
.

the total ,

faculty 6.4.' are male tenured Ass'ociate Profqss s; 3.5%

are female% tenured Associ-ates. But at the Mghest evel

Professor, while 15.12%-of-ttie totalfaculty are tenur.e

males, On I y. 1 .8`,';

- .tioren fatul ty have tended o tene,--
.., ' .'

..U.n i ya.t.ar s 1y,_.

t
,

in. hi-oher proportions rel attire to their- num-hers than men.., -

-----In 19FR-1 c69, 34% o-f. the _women fa`l ty:left.:comirarect - -.

--.._.
...- _ .....____ ....

to 231: of the -men faculty for reasons of -ton Lr b-netial .. ---' ---

contracts ( for those here under 3 year-s);Tresignetton
, ,

, , .

because of terminatTotil-----re-:sigoat:tojx, for other p-ositions

or retirement. In l972-194--:M.;- 6f 0v- and

only lgr of the then left for. Birch reasons.

t

I

4

t , =

-I

1

:.

a'

;
A I

v1,2-6

1 '

.27.-

- -

_

' e 7



Table 2.4, aSyrftiwary of Faculty who -Left the
ty (not includipa ddath)

1972-73
Men' % of .Jotal

Ren
Left c

Instr. S 9.7
5:0

;767
43--rof t

T a t..41.,
-$_'- -aa,"

# Left

4
-72

awe

Women of Total
Women

c u 1 t:f

1g7.1,72

2.4

4.5

21.1

18.2
13.2

31.4

-2
2.0, _

3.-5 2 13.3
l 0.D

27.-5 6. -33.0,

1969.70 '

Asst. . .-- `..: 17 11.4'..,

Assoc, .. i -.,-, ,.. .. ,.
_Prof, - . -

v ,
..., .

Total 27. ''' 29,2

.a ' t' 1968-6
Instr.' 6 9.4 ,
Asst. t 28

' 16.3 ''
Asto<: L ,7 l' . 7.5 .

Prof. LL
` iota] 41.

. .,

"'

127

-
"

2 .4.8
1 5-.8

ig

'13
,

16:7

.1? 5

34:4'



In the conte growing consciolisness of th

weed for Affirmative Actio Hpiversitv has made no
__

effOrt. -to ,at least retain the p of women wh ch

they started in the base year 19-0- Path the

findings show that as women have left _bey have bee-R
- .

replaced fry men-.'

__Another pattern relating to terminations t gat

erneis- tht--- ofwomen _vho receive term 1 contrac
--7----;-- .

,-
not exer c 'i sing their- ri rieVance pr-on

only 52.9"; of the women,. e- men

tooE their cases_ to _-gri evant .

.

the out c ome was eQua.11y voralap . In Twice as arty

cases.;- bo- were continl,13Z-Ts an..autcone

r-elation.to those-..who left.

Table 25.
1972-1

Total 4 Total # Total #
Facu.lty_ Terminations Grievances TerMtns. Filing riev. Con raereft

Pe'n 4-7 31 66.0- 2-.1 20. 67,. -11

Porten 405 17 . 9 52.9 2.2 _ .6- -61

4;

--.0ervieti of Perceptions and Actual Statas of Pgmen

RpMen ,res.pondents barely perctivetithe liranati-6

"t0ference between men and .women faculty inithi.-
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dtstfibution of faculty, rank, salary and tenure. -Most_

were moderate in their beltgf that such -di scriritnation exists,

and even the high ,p6rceivers'-of'di_scrimimation:haci no im-
1

,

. -

pression,oqual to the Inpact,of the statistical.data.- The

"plurali6tiE igno,rance" concept aOin emerges as the most.

plausible hypothesis to explain, their Iow perception of .

discrimination. A rival hypothesis-Oould be that_women do

not expect eabality of professional status. Still a third

would be that they feel they dc; not deserve it, because of

career interruptions, lesser productivity, etc.

Increasingly, the thrust ofnovernment vis-a-vts,

equal pay for equal work is moving away ''from test_st-ores

----------tft4credentials unless they cane h.e proved to,b6 3ob-related,

following the landmark Supreme Court decision, Grtggs'vs:

33
Poirer Company% laile this case did not refer to

academic institutions, some authorities hive questioned_

the rank structure and requirement for the Ph.n, as a,

possible application of the :Griggs formula..'' a primarily

teachinn'insti:Cution, even research and pub1shirin activities

mAy become q.uesttonable r-d_quisites for status impron;ements-.

But as long as the doctorate, years at the University and

publi.shinn are considered the criterja of merit,. women'

must be ,rewayded equally !.ith men for these achievements. Clearly,
inequities of the past cry out for _redress.

lummary of "Personnel Decisions" Responses

unrsonable to expect a'inlboth

academic career, but very few wpmen at fairleigl gicskingon .

.

University have oxperienced one.- tiost of, those whO have*
..

__ _ __ __

129.':"-- ITMITied-hbre.A4veAid to fighCfor promotiorrand for L

_ _
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tenuiThis, of course, does not account for those .who

founht and. lost. lioncount has yet been made of the nupber

of women who have resigned voluntarily or who have been

fire?' since the university isas founded. However, ti-1

%

spattorAppeaTs to be'learly one of a revolving door..

Women have frempently h,een hired as'full-time"faculyat

the lowest ranks possible. Pften-they have taught part-
,

'

time-hut,aretoiven no-reconnftion or credit toOard rank-

and tenure. They have been'hired,at lower salaks. giVen

promotions less regularly and have been denied tenure

more freouently.than_meR. These' impres.SiOns are based

not- 'onit-ian the repolts of vionen in this study, includioo_

tIIO-ie7UF-6tia-ve--14-e-e..m....11Utlor many years:but on tlie

statistical data available,.
L.

The leading factors 'reporter! -1112Yihe-Aamen them.i

sylves as detrimerital ta;their8career'Wa-ve ben the lack

of the -"do-ctor te, lack of visible committee work and
.

insufficient bime'f search'and puhjcation. These

-ire the factors tha h ve been found to be most clearly

associated with .the tin fragmentation inherent in

,assuming the roles of housewife, mother and profesSoonal

woman. omen who have taken -years out of their careers

to -devote to- home and family, return to the professional

world at a considerable disadwantaae.
8

The questionlof what institutional support can

he niVen to enable wome,n'.to pursue their careers as

. 130.. ._ '.. 0 ,*
.. .

, t
'. .,;- .. .

V
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fully as men do, is at issue. It must be recognized,,

however,- chat nothiog short_ of societal re:-soclal.i zaticin

irtl 1 secure for-women the structural Opportunities to

pursue a Career with full omRitment. If .men at al 1 levels

do not truly accard.women equal privileges 'and 'rights,

minor adJustments jn salary inequities will not go far toward -14'

true equalization of the status of women in acadene. Positive

.discrimination, asS. ". "i ller -terms it, is necessary to
.

-"make opportunities' for women more- e ual in _practice.
.

.
:.-----

The dataindicte that 'the Im'esumptign of merltocracyig a----------______.--

.,,._ __ IT

.

i 11,--fo nded; that women Are dot being,ludoed hy the tame
- \ .

ds but by more. riOnous standards than:their,male ,

, e leaoues at F,X1.0. ..
, .

,4,--

. Recommendations for Tersonnel Practices . ,
, .

The _University by its1.12EriAinatien ininitial .-

, hir7itifiT.Tfiui-nq appOntment, promotion, ale-ry

...:. --.7-- , , .. - [
tenure polUies-tOr-ambiguity of po cy since flem arel- , ,

no univers'al c'riteria) is acting. aoainst the law.and ii.Nif
. . ,

'cfass action on the 'part of women, not onl'i:tor. redr bu't.
. ,

far reparations. Such reparatfons, in analogous 'tuatidns* . ,..- ,

viz. Rutg PS Univer_sity, have been awarded not to --.

standardize -.compensation but-also punitively a0ainst tirse,
_

, who ,stand in defiance of federal law. .

. It is urged that the' Universitytake inlmediate.

steps to pi ace i tsel f in cdnipl lance "WI th the 1 aw. Lest'
, .. .

the Charges of "reverse discrimination" be levelled. against

u4, if must :be stated at the outset tha -far _from bein"9 .- , . -.,-:
._

t---,
____

, .

.- .,

34'
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'any kind of.discriRination at all, the equalization of

women's stastus,will_be a too-long-delaye -first
s. .

, ,

toward justice. -A useful rodel of, justice if kthat of
.'

1

,

John Rawls who stresses that so'ial. 'arid economic

,

inequalities must be arranged to the'createst tenefit
35,

of the lOst adliantaged_ This coficept is most a"ppropri-,

ate to the status of women at F.D.U.

1) Recruitrhit

Efforts to recruit qulifieci women faculty must'
,.:

be expanded. EVgry,depaletment 'should be obliged to make

maximum effort to recrUltinterView and employ

qualified women. Pe cruitment efforts"should not be.-restricted

to positions .typi'cal 137 thourfl]t to be suitable to women.
. 4

In deivr-014,1in---tte §17e_ot_the available labor
_ _

pool, women graduates with_ advanced

currentU em ,ed acd actu&ily seeking employment or

not sh(fuld he include6,- "an :' qualified women,- -i- ncludinq

7..EaculfEyiyAr-f-w-b-n-ave,been runeriploye/COITTemproyed-part-,-,,,----

or7fteni4-ferrtu-ra unabl to relemte, mytht:be--

S adv ert ts- worieri s

4c1/.0_Et_s

F yA-e-PRETFE is requtreA-ky law to 'recr

-
al---590iat-t&s____farp rospective

e"'"'-'

,interwiev dna offer positions'to qualified women. - 4

1. S*
. Initial' Hiring

Pank and offers to iniftalappointees

_mpst_be_cormensAiratelOth'
, .

132
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Mari tal status.--

The recruitment of part-time hig

,

qualjfle-d-

siqqmen must not he! used as a substitute for T=time'
- ,

appointments of women.

.
Full-status part-time positions sho.,uJd be

created for men and women'who desire them for

research or chi ld.-",eari ng purposes.

.

3) 4Chntinuim Appointment

---- Criteria applied to xeneaf decisions must

have. no reference to sex snch as assuming married women

are' less in need' of the position. 0

In order to accdmplish a more equitable

proportion of women among fac01 ty a t.:F.11.11: , every effort

shoul-d heTh-arW to retain every oman performinn' at a level

to the minimal mate performance In tlf-at?depart-'.

vent. '

The Univers'

ne-R t-S

j __§,s-e- depart- /

-/
_ e non - renewed di s-- --- ,

,
. _

orrect the 3mhaiance,_

,
- tri evaluating

.. 1 f

faculty. Should be_ make, expl lei t to assure, maximum object=
., .

--ivi ty airedi ju-sti ce in deci sionAAffectIng ream° i n'tmen t ,

.

.. ArL

promotion, tenure a-nd salary.' ,-
...-

f w .
?.

.

4) , Criteria for promotion "Should be established 0
7- - . . , q'ii ---.----:-- _

,
that ,youl d result in a pa ti.ern -of ,womem.lii stribUttir among s

,% .
, . ,

.
,....

., . , ..
: alr ranks dt, least i n the...44m,e,_ propp-rtion 0 nen. -

,.

, ...t,,,.., ,+ ,rn ,

`'. :LI- i- 4111,-",*4 er_ tp.r e (ire se. Ala Ail,nicu i t a b 1 e pattern

'
.!
' , " 4
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or vo-men in the past, special effort should

------,___ -----;- he---m ... locate and pr .06 e gomen equal to" the r nk
-..:_-_-_,- __ _____-----__-

.,-

\.?_

-----, .

------a-nda_laryef-copArallie men, :(or to the rank2'egpaT tof v,
that held,by the least qualified man in that rank at

r

a

each campus).

' Administrative offi cers shpul d he charge
#

with the responsibility for isasuing guidelines t/10( ddpa t-

ments covering all personnel status.decisionsand,

reviewing the implementation of guidelines to discover
er

ppiblem areas.

5) Salary

,T2p Personnel Office shauld determine which,in-.

d,

dividual.women have' suffered salaryinequities and .pro

pose i Method for elidinating such inequities. hather/,,
4.

than Altill_z_e average or medi4n salary levels which- blure k .

the extrenees___e_xtan_t_--4-4,--4.4-1., cotrettion shOuld bring__- --
- .

.

women to a level comparable to mem of simel tine atAhear. ne

,University,. . r. , 4.-
11

Salary lncrea§es, appli,ed across; rthe=board

should follow,. not precede; the "redness of inh ities for
women

,
1 ,

. 6) Tenure ,

,

, ,... ..,.

r

7 s

IR, ,

increasi to retain those q4alified women necessary to'
,

.

,!tat se the proportion i ,

17 women faculty.
0

Non-renewals of

The,prokrtion of women (liven tenure pus&

contracts and terminalcOntract's should he avoideeln 0
a

l'F .
..

)Pl order to overcome the past disadvantage Of rapid turnover r,,,4 ,,

,.,.

.0
. - '- ,-4

/
r % -_. 1r . ... .. - . .

-o:f .women, at.s1].,ppmptis.0.61
-,

, ,-.-..:
. -

1 3 4
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Spec' 1 consideration should b6 given to

" t tch-out" to tenure for those women and-men who choose

t e option of dividing home Greer re opsibiiities more

quitably. Parental leave or ch earing leave should

not penalize such Faculty membe.rs' rom ning tenure.-1'

Pro-rated-credit tow d tenure sficArld be

extended to' part -time teaching

Short.:terwleavet (under

endang.r a worian faculty member from gaining

unleA5' men_a_re- simiiarly,penalized: In other words,

I4aves of absence fo-k any purpose mustTript4i4rihinate

1 year) shoal..

tenure,

' in theirtefects upon women.

In general, ovekcoming discrimtnatory

practices' will require not only changes in/StrUctural poi-

icies but in hahits of mind. ,Th iversity should mimed-
.

-iate,ly undertake educational orientations'tcr gain the

cooperation of all Members of theNacademic community in

this endeavor and to avert the backlash which ofd
accompanies social change.

rte,
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II tOiversity Volicies'an0 Benefits

Intervie4Tes were asked aibout their knbwledge
4(

bout existing Qniversit9 Roli- cies ln 8 areas.

They were ,also: asked MAUI their, ceptions of the
..,

-,.
. "

benefits or deficiencies resulting women acadethics in

comparison to- the benefits they desires .

Respondents perceptions of Nepotism

Approximately -.1/3 of the University women did not

know what the University policy toward nepotism was.

Interpretations of the 'tvms included cronyism, or

-appointing Jr-lends and relatives of University employees,

.and husband and wife teams, on faculty.,

While almost 1/3 of the respondents did not know,'

what the 'University poliu toward nepotism-was and 15g

, percetved no 'discrimination anainst women in Uniltersity

policies; a considerable number of w6 men (18'.;) did,,.note

rne form of cronyism.or,another
P
that exists or has 1

A
I

existed in the past'at F,m.U. This cronyism evokdd

sting eeiings on the part of respondents4that'steps

should, be a.e tard, tts'elimination.
. .

The rtrimary.foein 'Of nepotism noted wxt-.,,tfiat4

'

,
, .6f,favoritfsm toward.relatives includinci'brothers,3 fathers
,

-anrions a-nd friends. It was seen as "In -the Italian
.,

, , -4

, dritr'aditipb, to give the Nest jobs to one's. friends.",..-

111 ' ,4440.1

-1
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.re.favored by most of these cronyis#1

p4

,

Male,nepotisn is phenomenal on this campus.
Inforkal.nale-dpminant pa-tttrns.beget male-
4ominant\patterns: role ascriptions, con=
tact ;.other universities -are predominantly
male; There is more concern over men being.
the family, irovider' than for women in that
p.osition.

. . Another form of nepotism noted was that the University

reCtuits its on gradua03s for fellows-hips and faculty

poSitions,

Manr-vomen felt there is no policy, against the,

hiring of,husband and wife teaching 'teams. But almost

as mioy,beliIed\that aImilicy e)(\isted, -referring to
,

.r..,.
,.

reports that facu.lty'mjves do not get tenure and faculty
N

wives cannot.teich here. TheY 'cited par4-time\womoC
. .

- 4
`...%

.N ...,

u'.ty Ingsehusbalkiis have7f111:1=tine appointments,- while . ..
,,:z:',...., .A. L-,.,

t .', - f. .

the wives have been Dr' letter of kppointment for
,

yeaes.' A pblicy prohibiting marriee touples as denta.l., 1 '\.

, .students' was cited by one faculty woman.. . .Only a few

men 'stated tfiat.they. tilieved there iS\no nepotism at

the On versity or that there is no discrimination against

, women beC use
-

anti-nepotism '

In terms of what was 'desirable policy, the

largest group of-respondentstreferred to the AAUP:policy

on nepotism which is primarily directed at ending he

" =_ nherent favoritism toward male nembers'of Husband and

.

11.

I- '

137

e
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wife professional teams. The fkiiiirwrtyi:cips for-the
it-

repeal of:anti-a eixotisii2rufings in hi-her educatibn "on

the grounds that they-Anfairly :eitrict, the professional.
r 36

opportunities of acadenit'won0,'

Existing Policies

Most University poi iC4-,it cfmt,i'dette#,

this section were-in the process ofIreifisionind
.

codification., Several sources then, were researched .

to provide data.
.

The current policy as Stated in October 1973,
.-.

by the University Director of Person.n.ei-proyides that

"Two- ful,1;time facu1ty neritt.5".-ri--Of the 'sare,,fairlily
.

may not work in the sane acadenic department, bUt
- I

that an amendment_ is heing_.c_onside-rb4-:-tol-compl-Y-w4th
37 -,--,

affirmative ogatii-on.:requirerents'." r ,-In Practice.,
...----1- chowever, the then" Vice President, fOr\Ataderaic kffairs

stated in an interview that he ,advlsed proyosts and

deans that thete should ,be no,jb-a-r theliiiIng,' -

of
,

spouses, except that. dno inivtdUal-.should\be in a

position to sake personnel `reconnen\liations affedting

his immediate family. .(rani'

parents., brothers-in-aw, sisters-in-law, uncles, aunt,
nieces, dephews,-cousina anti g`randpgrents).` !Rut they

s hould not he Eonskiertd for d.qp\krtment chairman if
.,:.

iiiOther:meinber--9f.,-.4e..:Offpx...1s.AnAhed4artamnt. He .

- saw it as in.avreeffient '',0oIfty Of-AAUP.t
. . 4 \
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The then Vice=j)resi-dent- was aware* that in the past ahti-
,.

,nepbtism policies have been applied im a uni-directional way

against women.

The Assistant V.ice-Pr&sident for Academic Sei-vices,

in ah interviev, interpreted the policy to mean that a

busNInd and'wife do not function within the same-college

or department and that the restriction on hiring of

family does riot no- beyonfi the husband and wife relatiMn-
39

ship. In relation to the staff, the Vdiversity policy ;

is clearly stated. In Vifs, case; tvo members of 'th e`

,same family nay not work.in the sine depariden!. It iias
_ -

acknbuiledggd that the-Ndividualisskbility to negotiate

determines Mow-closely this policy is enforced in

actual practice.

comparino the perceptions-of Wei faculty to

-th1 statements of actual policy, it is apParent that

considerable confusiop and sentiment against favoritisn

of a political nature exist: Thisis referred to as

"cronyism" .by.women faculty. Women who were more knowledge-

able about this issue, supported the AAUP policy which
.

was seen not to penalize faculty wives.,

Recommendations for Anti-nepotism Polities

1) All anti-nepotism rules should be abolished

as they affect the equal employment opportunity of women.

The only restriction permitted by law is that

faculty members -should-nejthet initiate-or
participate in institutional deisions in-
volving a direct benefit-(initial appoint.-
ment, retention, projioti6n, salary, leave
of abs-enee-, etc.) to members of'tbeir immed-

,

Tate fadilies.
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Nepotism rules are not the approprizte,way to resolve

anticipated conflicts. .Relatives should ha asked

,

to absent fhemselves.if the agenda "concerns one of them.

2) In the search for academic competence and

excellence, effort should be made to remedy past in-

justices that.eicluded wives of faculty members.

Faculty wives are a potential resource for the labor^ pool

and women's caucus. They shtiuld be,encOurag d to use their

education and training.

Respondents Perceptions of- Vaiernity Leave

Two-fifths of the womqn faculty respondents did

not know what the c nt 'policies were in relatforOg

materhtty *fem. This is hardly .surprising, since- the

then AcadeMic Vice President, said there'is no written

.maternity leave_ policy, While the Director of Personne1-0

Iv

stated a definite policy. Of those who knew, the great

majority (58%) were dissatisfied, wtth present maternity
. 4

leave policie-s'. More respondents perceived discrimination

in relation to this policy than any other. Reasons

for dissatisfaction ranged from the non-inclusion of..

.-maternity benefits in hospitalization, loss of time

toward tenure because of short-term leaves, for

maternity purposes, the enpenderina of departmental-

hostility because of mater.nity, loss of salary'during
.

semesters' leaves of absenCe, fear of'replacementeand
4

instances of 'termination Tollowing.miternity. Excerpts

,140.
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include:

I gat two weeksof sick lea-ve:as maternity-
leave during my first-two yeart at
After that I got no pay. Since returning,
I have-missed no classes. 'When I- was preg-
nant my chairMan felt pregnancy was not
proper in academia.
(This woman is now an a terMinal,cantract)

I was refused a sabbatical because I had
had a maternity leave. Maternity leave is
an invitation; g slow death. It 1-ead.S-un

to lomD14cemept, nft-resurrition of status.
If a woman wants to.-raise an Infant she'is
penalized: If maternity leaves were granted'

.s for one term with the following term optional-
to resume athalf-time in rank with half-
time committee assignments and half-time.
toward tenure, then women would, no longer
be penalized. .

I lost everything when I went on,maternity-

lea-ve- Its an up -the:air polity. '

I know of a volgan_given terminal leave
because-of maternity leave. if a man is
.sick and needs-aprostate operation, he-
cap stay Out for months:

I have maternity leave of One semester
iithout pay. The University continues to
pay its share 40T fringe benefits. This

. arrangement took sane 'letters to accomplish
and took a while for the response to come
through. . The policies could be more liberal
and more freely granted. Private universities
think they coN do-what they want, but those
days are over-they'll have to tome through,
with a better policy.

When I was pregnant, I kept teaching. I'

had the baby in June: I chose to teach
aqd didn't inquire about leave but there
should be maternity, leave. kW tirie
should he granted a 'maternity leave. -'

When pregnant with iiy,third child I

;offered to reiign. The chairman said
I-could ta-Ee threes -Weeks off if I could`
get someone to cover, whom I would pay.--

141
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.

-Soyeral other faculty women stated that they
-.-

planned their.babjes for summer without expressing

ahy dissgtisfactilA with-such expectations.

,Orib woman 'went so far as to say:

Womr4n who want egUality should ask for
\ no sppcial favors: 1 too `a 'S500.00 ,

cutthat_ I asked-for as a Rarvard.Uni'ver-
iity-post-do4oral student to have the
right-to leave if my husband or children-
were sick, so that none Of` the others could.
say favoritism existed.

Several women proposed that Parental leave for

-either husband Dr wife'shOuld be stated policy. Others
vut

'suggested varying lengths of- tine from two months,

consisting of six weeks befPre and six weeks-after,

to one semester leave followed-by one semester .half-tiine.

Actual PpliCies-

In practice, women have taken leaves of absence without

pay as their maternity leave,. If it is short term leave,

it,is treated as illness or sick leave. The advantage'

to unwritten policy is that.tef fleiibility. 'People

cover for each other.. The then Vice-President fo'r.cademic

Affairs felt that we should have a maternity leave policy

including a short duration leave for fathers. This is

-difficult to schedule since oftentimes the need is not

',immediately after childbirth'but several.weeks later,

'especially when there'are other children in the family.

142
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.

The University Dirac f Personnel stated

the 'current policy. to be

"
a full-time JacultY employee;who becomes
-pregnan%. may plkn on woefring to the end of

, the sixth month of pregngncw, provided
thagt she is physically competent and de-
sirts to work. Enployment beyond the end .

of the,ixth month is,pvmitted only with
the consent 0. the employee, her doctor,

'and her department head.

He added that an amendment is being Considered to comply,

'with affirmative action guidelines.

On this issue, discrepancy between the perception

of,women and that of administrators is over the type of

maternity leave policy which should be enforced, and

what continuing benefits should be maintained, /luring such .

leave.-

Recommendations forIlaternity leave Policies

Other sources have compared the childbearing function

as important to the national society in the Same magnitude

as that. of veterans "performing war-time service. If in-
.

deed, society wishes to maximize the contribution of

professional women at the sate time as it enco'uraget

maintaining.the childbearing and phmary responsibility for

childrearing,,institOtional policies- will- necessarily'

Kaye to reflect such altered priorities and prOvide

positive rewards.

The Equal Employment Opportunity Commission

guid-elines require:

/7
disabilities caused or contribUt d ,io by
pregnancY, miscariiage abortioo child-
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4
4

...7 ,_ .
AwN

birth'arld'eectiverY theref'ore are, fer all - 4":"\
,

,t,...
job-related purposes; Aempayary.clisOjlities.--
and suld, bc..troated eSsueR-under any; health
0.r. temT)orary'disabirity insurance or sick(
leave plan available in connection, with
employmento .

. On the other hand, studies ha 've indicated
that married women with children 'have fared
least well in the academic community nenerallY.
Pro- riatalist policies then must be recognized
aT,inherently discriminatory.41

T) It is)therefore,recommended that F:DA. maternity

leave benefits he extended to include full salary foe

two months for optional maternity leave, without penalty

or loss of time toward tenure'. 2) Unpaid; maternity

leave should be available up to two years, with the

.guarantee of, job reservation in the same or equivalent -Os-

ition. 3) TIAA ri..striction of disability benefits

resulting from pregnancy should he removed,, as well as

F.D.O. ranccatory. maternity leave.re '

4) Child-rearing le'ave - unpaid levies of absenee,for

childrrearing purposes' should be available to parents,

of either sex. Parents who request such leave sla\ pud

have the same employment eights with respect to benefits,

Promotion and tenure as oth'er leaves of absence.

_Respondents Perceptions-'of Sick leave
_

A majority of the resPond6ts felt that `sick leave

policiesare fair to-Wbmim:ilthough.more tha' 1/3 did

not know what the sick-leave policies included. -- -Lack

144 ,
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+6"f rledge' of.. a benefit such as sick -leave, is tanta --

nfount tO its nonexistence., The following -- comment came,

from a wOpan who has been a full-time faulty member

for 10 years at F.D.O.

I am Ao aware of aey sick -. leave forany purpose.
I_believe you are docked for not attending
claSses. At least that's the implicatiort.
When I am sick I make other arrangethents
let the department secretary kno andthe day
or evening office, ,asking them to notify
class. There are no _benefits that I am aware

\.of.

The perceptions includeE "nebulous guidelines
1

a feeling that "the Shok-term policy has proved to

be, fair but not the long-term% and that women, appear

more reluCtant,to take sick Aeawe. Whether thiS :is a

question of stoicism or lack of knowledge, that it is

an acceptable norm'is unclear. "Sick leave policies

"depe0-on the generosity, of the depqrtment chairman,"

stated a respondent.

About 10% of the women 'cited persotial experiences

Corroborating their satisfaction with the sick leave

policy. These ranged, from receiving ten days sick

'leave for an operation at intersession to :the report

of one woman suffering extended illness which required

four months, sick leave at one time and six, weqst
another. She felt treated very well indeed by lhe'

.

University: Another Was.out a month andkhad people

in het department covering for her.

The general pattern of utilization ot both

-inaternity and sick leave vi0 hardly corroborative' of:
;

44



I

,t

,

"' )36
.

the e-traditiftal rationale. of excessive Osente.ettmc

due toc,htldbeOli0 and-i-eartAq. offered' -in:the-pastlf.

not hiring women,. The-dominant profile of the. current.,
.

full -tine faculty woman is that of the young, chi l-dless

woman or the returnee wi older children. There are

few married women with young Children at the University,,

confirming the penal y that child-rearing fmp'pses,on

uninterrupted caner patterns. Full-tiMe faculty women

are a healthy, onstant and connitted.grOup. In general,

they do riot pect the University to offer them any-
. .

unusual pr vileges-or compensation for fulfilling. both

their and 'career committments.

Actual Policies

faculty member with two Or more years Of

continuina full--tine aprk,inf6rmt receive full

salary for the first two months of disability and

60% of base salary durincf.the next 4.months. Disa-
,

bility insurance takes, effect for -such personnel-aftln
,'

six months of a disabling illnes's with the University

paying 75% of the premium for 8 years of full-time

empl.oyment _and thereafte- paying the full premium.,

This TIAA insurance is optional and premium rates
. t.

dre the ,same .for men andjiomen.

During the prior six months, a faculty member

with_teSs.than two yers of continuing appoi.ntdent

receives a substitute for the first two weeks. After

.,.. .- -.Jr

.1 _
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,

this cost" is charged' against theabse,nt

faculty membcr's salar However, any leave is deducted
, .

(

.
from time toward tenure. It is, net known how=prackice:.

. .

may }differ from the stated policy in the area of sick

leave. .

/, -
/

Recommendations; fox Sick Leave, Policy

1) aternitY- leave ihehd not be considered an

illness and therefore 'should be dissociated frdm sick

leave.7 2) A more clearly stated, liberal policy of

tempOrary sick leave should be formulated and publicized

widely, to all- academic employees.

Respondents Perceptions ol Los,,s-of Send-ori-ty

The majority'of respondents did -not know if there

is a loss of seniority resulting from absences due to

maternity leave, sick leave or 'hospitalization. A

substantial proportion, felt thatthere_'hd discrimina-

tion betWeen men and-women in the loss of seniority.

One ortwo-commented that any hiatus for either men or

women should:affect one's status. The most frequent

perception of loss of seniority was believed to he

related to maternity' lea've and was objected to by

about 10% bf) the sample One.leng-time faculty woman

believed that women probably lose time totard tenure

and questi=oned whY'they should.
/

I know-they gave iien time to go off Tor /two
u ght,award -And to loll

-,,
! 147' ',..-- .
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:i-n the sun and ,enjoy tbemselVes. . I 'know
..

one who cornerback to.a promotion, but a
woman,could-not do that.

- vi

Actual Policy '

-The term 'loss of 'seniority was viewed by ati-

mintstrators as being different from
r
"time toward

tenure.. They stated that men and, women arse treated

equally fin terms of leave of absence affecting their,

tenure.-'There is no strict policy for the number .of

years spent in rank'beforeprOmotion, therefore it

is difficult'to,asiess whether maternit or sick-leave

has resulted in the loss of 'senio'rjt'y.

t.commendatiobs

--Universal criteria for leave must be followed,

for menl and women. .

4
...

: --

2) Child-bearing or4A1Tr6aring leaves must
-

not resilt in lbss of seniority.
3) Leave of absence for residency at graduate

school, for bothinen and: women complete fhe disser-
,-

tation should he added to a liberalized' leave To icy.

Respondents Perceptions of LIfe'insiJrance
.

Approximately 1/,3 otthe.women perceived no

distrimination in the lift insurance policies of the

UOversity. A smaller percentage than ih other. cater

4ories did not know v.that the life insurance benefits

were (17%). ,AmOng those who did perceive discrimination,

some felt thatosingle ilomen should.notibave to'

-'-' 1 48"
-
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_.--- . ^.sr--___
Icarry it; They would* ratherhave their`-i-acome"raised

,
< ,_ .

-than:- have this type of fringe ,benefit. Some 'cited
, . . --- ---;-

..

di scriMikati the past who-n-lionen-14-(3.+"-e- not al 1 owed

to insure the i'r-,Spoii.S44-,'lx4.-men...1tere. Some women,

felt that fririge- benefits ;are cifeater for men because

Women 1 ive lenge-r. P few-t16meri noted that their

1114band carry iife insurance and therefore considered:-
.Ilnilkrsity 1 iferinsurance superfluous.

The _di sinteresl. of the' majOrity, of women in
-

this Polity -benefit reflects the larger ocietal , .
. .

emphastillen insuring. the 1 ives of men as tshe dominant ,
.

, . ,41..
breadwini:erit. Despite the facf`that so many women are

* single, segarated, widowed or di v orced', .worsen are still
.., _ , , _

not used, to theltitcePt of self-thsurance
.

based on their .

' 1

professCona l statu.,

Actuate Pol icy
. .,

. Al) full-time facul-ty members are erigible to enroll,
. . .at the time of full -time empfoyment, for .1,ife insurance '

.. f .
coverage" Coverage is provided, at no 'co,st to .the_ e6p1 oyee,

foi,one times anntial, salary egusiv,alenQA, wi th the ojition
. , cb '. . . .

,
. .

'to ;pay a premium for..an additional one times amoral salary

(

equivalency. at. hisfher oswn erpense., The. new Prudential

policises replace,:the old TIAA 'policy which. was clecreasihg
.

," term insurance, 'whith.every inctividu'al was paid the
,

same amoufirt. 'Under the newepol icy, benefits \ are linkedv .-
, .

. w,ith salaries,' Since term insiiran.pe. viks,more beneficial, . ,
,

k %

' for. younger 'persons, f, .11.1). retained TIAA fOr those/
,

,
.

...,.. . .
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younger Persons whose benefits were greator.nder TIAA,

until' such point as their- benefits intersect with"those,

under Prudential. They then will be-automatically'

switched to the new coverage. Premium rates for.

contributory 'coverage are the same for'maie and

female faculty me.r711,ers.

Some women, would have prefefred salary increases

instead of fringe benefits, which they' do not Value.

In addition the tev-policY is non-actuarial, since the

benefits are linked to'salary, not to expected life'

span. '.This means that discrimination in salary now

,affects benefits. Life insurance benefits, therefore,

suffer from salary ineqUities eXperienced by women faculty.,

Recommendations

, .1) The 'most sianifican.t remedy for discriminatory
,,

/

1 insurance politias is the' equalization of, ,women's

salaries The Universiq should also cons,i,der extending,
. ./ , '

.4.. . .

'the opttonto members of working famipes whereby, one,

J

k partner'may elect Co take the fringe benefit, while the

;04,0ther Chooses the salary `equivalent, cases .at

'this University, the woman whose husband is

cavern! by tome ether-institution who would opt for the

salary equivalent, but At is coneeiVabletbat.this

University',s benefits might be"bttter than the husband's

policies'and the couple might eject FO.U.5 policy.

Unless thisroption is granted, the,benefit offered to

many womenls meaninglest

*
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2) To partially reflect.), the deficiency for women

Cm take child-rearing'time out of their careers, life

i,fsurance payments Couldbe continued by the University'

for a period such as six years to compensate -for the

lack of salary increase during th,i);e gars.

Respondents Nrceptios of Hospitalikation

More than half the bmen respondents believed

that there is nb discrimination in the hos'pitalization_

benefits available for woven Some cited the policies

as "very rood - als'o covers my self-employed husband"
. .

or that "they 'are very good because they'now cover

abortion." Fewer women were' linaware of 'the hospitalization

__ policy than any other policy.

One women, pregnant at the time, believed maternity

benefits vere not covered by hOspitalliation. Of the, few

women vhe felt there was discriminations in hospitalization

benefits, the reasoas cited were: the belief that

abor.tion was not covered; that gynecological examinations

.... were not covered; that preonancy tests were not covered

and an objection to the need to change.opels name to

the marital name:in orrler to qualify for maternity

benefits. Several womeri objected to having to carry

hospitalizotid.nsince,their husbands'_ policies covered

both.. This aoaiii-w4S'a benefit which was me'afringless

to sore women. One woman had to pay. her. obstetrician's
7

, .. _ . .
151 . .

.
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bill -because sbe was not aware shat.' "family coverage"

be specifically requested in order. to cover

nts for naternity. A:;other woman com-toctor's p

plaioed that ahortio s not covered although her

hu two were c i erect. One woman had

a personal experience with a gynecological exam being

disallowed by the University plan.

Actual Policies

All 'full-tine faculty rienbers are eligible to
enroll An a Fospital/Sualcal Plan (Blue Cross/
Blue'Shield, Pider J) and lajor' Medical Insurance
(TIAA) the first of the month following thirty
days of full -time employment, The Uniyersity
pays 100% of the premium for the employee's own
coverane and'50% of cost of dependent coverage
if elected by the employee. The premium rates
are the-same for nale or fereale.

. -

a) Maternity, - Coverage available on single
coverage Or parent and child caverage after
continnous-enrollnent of 240 days.-

.
b) Services in connection with miscarriaaes,
abortion's or prenAture labor renderd prior. .

to the 28th t,?ek of preanancy are- covered only -
if rendered in the hotpital.

Aynecologital Testing --,(Pap tests, pregnancy-
s s, etc.) are not eligible for coverage if

.

in routine physical exams. If done for diagnostic
purposes safely, they are covered. In any event,
they are covered by 1112e Pajor tAedical Plan after
deductibles are met.

Recommendations
. ..

1) The restrictions of the hospitalization benefits
.

_
.

--.-
. .

offered in terms of abortion, preonancy.and gyneCological,

2 . .

/ test;, name change requirement ..d benefits to unwed

;mothers should he eliminated in the future. 2) The

.,.., Universtty should represent its mom y'en constituency
, _....
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".

attempting to change carriers' provisions. As with

rife insurance, momen_should have the option to choose
1(;%

equivalent salary in place of fringe benefit where

puse's policy has superior benefits.

c
Respondents Perceptions of Pension and
Retirement Benefits

More women (20%) perceived discrimination in
.4 `4.4.../ -A

pension rights than in any other University p914cy,

except maternity. Fewer women (12%) did not know what
if

their 'pension benefits were-in 'relation to the policy

than any other, except hospitalization. nevertheless,

45% perceived no discrimination in pension policies.

Mcit of those were unaware of any differential benefits,

and assumed- none existed. women accepted the

actuarial basis which contends -women live-longer and

therefore deserve smaller monthly benefits for a pro-

jected longer period of time.
--- ',,

Among those iho perceived the benefits' as, discriprii.
.

, -..

. .

natory,were those who felt One, waited toci-lOng for

eligibility at 28 years, of age or 2 years 'of a continuing

appointment-under contract. 'One 'woman Stated,

I don't know if t's discriminatory but -women
under pressure don't'live longer. It should he
an individual option as to monthly payments or

. a lump sum upon retirement.

One young woman originally had felt that this was her

husbanj's problem since -she didn't ekpect tostay that
f .

long at the University. She now perceives her flmmer

- attitude as irresponsible and she has-enrolled In the

153.---
; C
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pensiOn.plan. When She discovered that the monthly

payments for pension rights are smaller fur women,

her first response was to challenge this, but the

probability of the longer life span convinced her

of its justice.

Most women were not knowledgeable about the TIAA

differential henefits.for women compared to men, but

all, of those who were objected to it. One woman

felt that it was necessary to confrOnt the discrepancy.

'in TIAA benefits on a national basis-.

One of the senior women-faculty members described

the paternalistic attitude that prevailed 15 years ago when

low salaries were said to be compensated for by a pension

plan. She stated,

It is better regulated now but 15 years ago
'it Vas' tri-minal- We had been told that we,
were getting low salaries because money was
being put into a nension plan for use I am
one of thdse who will suffer from this. I wonder
where that-money. went. The last 8 years have
been better. The pension. and, all the fringe
benefits, mere verypatronizing,- 'Papa will
take care of you.' 'I thought I was protected.
and found pout I was not.

The most significant. finding in this area relates to

the fact that so few women know that their actual- monthly

benefits will be less than those of men earning the same

salary,

Actual Policies

The current pension plan provides aligibiljty....
for all ,full-time faculty to participate in

.

the.TIAA/CRE.Pension.Plan after-attaining
both age 28 and coMpletiol of two years of
centinuing,full-time.appointment under con-
tract:-

15-4 . r
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The contribution rate is 5% by Ahe'University
and 5% by.the employee of the individual''s
annual basersalary.

There is a differential on pension payout
_based on accepted actuarial life expectancy
tables used by almost all carriers wherein
females of the sane ace as a Male at retire -
ment wauld receive' a lesser pension payout.
This differcntial-is being challenged in ,

the courts.°

In previous years, many individual arrangements

were made with private carriers. These were highly

individualized promises of ,retirement. benefits of

which the University has.no record: Administrators

only learn of them when presented with letters held

by-individuals in which such promises have beenmade. .

Older people often c(et minimal benefits. There-.

fort, they must continue working. The question- of

whether this polity practif.e is discriminatory toward

women can best be 'Onsidered in relation to the lesser

ability of Iltmen to negotiate individual differences

in other working condition 'areas'. It is highly un-

likely that many women, faculty have wrested such promis'eS

from. previous admiditrations.

Recommendations.

1) The TIAA controversy over sex differentials in

retirerient.annuity payments should be aired Within the

University,'and,faculty, memberg,shouTd be kept' Informed

of the legal:status of the issue. in the courts.- It
.

pecoAthendeerthat the University choose.theoption,of '"
.

"..*4
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seeking to equalize benefits, rather than payments,

for men and women faculty, by contributing more for

women than for men until such tine as TIAA policy can be

changed. This is in keeping with Equal Employment Opportunity.

Commission puidelines, which h differential benefits

in violation of Title VII of the Civil Rights Act of

1964'.

Respondents Perceptions of Social Security,

Respondents perceptions aboulTocial SeCurity were

probed despite the fact that the- University is bound by

federal laws, in order to determine whether women,per-

ceived any discriminatory practices as a result df

the rational retirement system. Very few women did not

know what their Social Security benefits were and approxi-

ma-telY .1/4 felt there. was .no discrimination in the lams.

Approximately 1/5 of the women perceived discriminitiom

in the federal laws, most of it based on marital sta:tus.

The preponderance of pe rceived discrimination was based.

on the fasct, that married working wa1ie_11,16 not get any

larger benefits. than married ibn- working woMen. As one

woman stated:

I will work my entire life as will my husband
and be eligible only for the maximum payments.
It would he the same if' had not worked at
all. We should each he eligible. fbr benefits bated'
on the ndividual working.
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r

Social Security is not to my benefit. My
husband collects his and I would4like to
collect mine. The est thing_to do is to
get divorced at age 65 and live together.

One woman, in her 30's and single, voiced a generalized

anxiety:

Most people today are 1:lett-inn more than they
contributed. I hope the system will have
enough for me when I am%65.

Another woman stated:

1 resent as, much,being taken out of my pay
as a man and yet I can't get my own benefits
if I'm married.

Even among women who saw Social Security as advantageous

to women, in that women c'an retire at age 62 ftile a man

must-wait till 65.to.collect full benefits, this per-

ception.of discrimination between married and unoarried

working women persists. (one women complained that as

a working woman she could not collect both- her own

benefits and, as a widow, her widow's benefits.. A

related area volunteered by some women was-the complaint
....

that under Iriternal Revenue Service rifles child care is

not deductible. As_one woman described:

I fought against the poor benefits for women:
.If you're married, 'you. lose part of Social
Security benefits. It has triminal results,
I could not deduce for ohildAare.while
worked. I became divorced and had to support
thneeichildren. This was a great'hardship.
L was paying more than half .of my salary.and-
it was nondeductible for care of my children.

157 .
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Several women cited the need-for child care center's a,s
I 'r

part of what they felt wastlacing in Univers policies.

One women related that in Poland women have child' care

for college teachers. As a result of the war they were

forced to emplby females in formerly male jobs because

of the high rate ,of young rale casualties. 'She also

cited that the state there. provides a daily nurse

a year after the birth of a child.'

40.* Actual Policy

Although the University. is bound by Federal Sodal

Security rules, it was' deemed relevan to outline the

actual policy as it affects women who r tire after many

years of professional wort.,

All wage earners-contribute the same rate of tax

to:the Social. Security program renardless of marital status,

unlike income taxes. Benefits, however, are family-,

related, assuming the dependenceof,the wife upon the

husband. Thus, the working wifeYmay earn no more retire-
.:

me.ilt benefits thar; one-hOf the husband's benefit. to
44

,which a non-working wife is entitled.

, : 'Recommendations .-,

, ,.
-. 4 1) The University should inform i:t-s women'eliOoyees

1,.

. , ; of. t14 discriminatory effect ofSocial 56carity benefits

against vorking.W4ves,_111 order to enable them to mobi.lIzet,

e.g., through the toomen'-s- Caucus, to change the federal

laws. e

---

158
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Recommendations on Fringe Benefits' in General

Overwhelmingly, the most obvious need is'to disseminate

information about the benefits to whict) each facility member

is entitled. 41.stmplified summary vers.i'on should be distri-

buted yearly-in order to keep faculty informed anwd,Up.!-to-date,

since the dis.crepancies between the perception of ben-tilts

and actual benefits is great in.mert/Leas.

It appears that women are less concerned with fringe'
.

-benefits and their possible 'differential impact than they,

are: with' -lary,\rank and tenure. Varrfed.women,=particu-
--

larly, do not feel, a heed for most of the benefits since

their_tusbands' coverage includes them. They should be

Unformed of the necessity of their own fndependent cover-

age-, particularly in the event of divorce, separation or

widowhood.\ Reorientation f women's attitudes is

necessaryA-6develop this_serse of responsibility.

Some women pride themselves in not caring about financial

rewards. They'claim they would teach even if they were

not paid for it at all. the Women's Caucus could be
. -

.,an effective vehicle for resocialization based on new"

Information, and for'mobilization of pressure groups,to-
.

redress inequities in the law.

XIV __Professional Development

'Womew,were asked if they perceived any differences

between men 'and women :in the granting- -of kabbatyals,

:leaves, travel tonfe't-nce's or in-service training%

15 9 O
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jhey were also asked for their perceptions of sex

discrini'nVien ins procuring.research_grants, presenting

papers, publishing hooks, :or others creative or scholarly

work. In additien,'_they were' asked to cite any personal

experience'aeyhad enceuntered.
4

'In general, almost 2/3 of the women respondents

perceived no dis rimiriation in any of these areas.

18% of the total did not.knotv whether sex discrimination

existed .in these areas. The remainder did perceive

'discrimination in one category. or another. The, per-

centages differed strongly among campuses with a propor-

tion at Teaneck five tines as great perceiving sex

discrimination in professiOnal developenty compared

to madison.

Sabbaticals

Six women reported,having received sabbaticals

at' the Madison campus, none at Rutherford, and one at

Teaneck who reported an upcominq sabbatical, her first

in 14 years. Other references to sabbaticals were made'

by,several women who per6-e-ived that: no one gets them

'at, their campus; that none were given in her department;

that onk- woman was, refused a sabbatical, in view of the

fact at she.had had a maternity leave;add that one
.t.

')utpor here many-years hid been denied her

second "sa Ihtical. Another walan had her sabbatical

delayed hecadse.of her fiqhf against termination.



/-
'- Another noted there were rio'leaves in her'department

o

because people don't stay long enough! One Woman here
-

,
.

1 , -.
,

many years had. asked three time's for a one - semesters , --

-----leave to finish her doCtorate and was rejected: One
x 4..

0

woman. as planning to ask for a sat)batici for 'next ye'ar,
,

.

but now thinks that it is not automatic and would be

more difficult for a oma6..

Since approiimately CO% of the women respondents

have 5cen at the University the six years or more

required to he eligible for a sabbaticAl it is sur-'
, ,

prising that More df,them,,did not perceive-lack of.

su6h leav6s as a form of discrimination. It is not

known whether women have been reluctant to request

sabbaticals because of their perceptions that they are

not freely granted and because of their fear of replace-_
ment. This would be substritiated by their high rates

of difficulty' in Obtaininq'terfure, riramotion:aa.salary
--------

increases.

. Exampl/es of Complatnts of discriMination in

sabbaticals and leaVes.

I got a leave of absence to vork at' a research

. .
.

.

,

lab and I lost that. year toward tpnure. --#I11-tit

recently there were high turnovers and f_iyings.
'No one has been ,around here long enova-lhave

. a sabbatical.
-...,

'One woman 06 had a sabbatical w.ith_no problems felt _ _

9. there. gas no discrimination on the questions tewe,
sabbatical' ova advanced promotion, -yet she had never

161 .
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.'received money for, confereemt, and was, not sure if this:

.was related to her sex. :

Several,woMen-c-fted the problems of child-Care ia

traveling to'conferences. Increasingly, hovever:pro-
,

fessional associa-tions are making provisions for child

care for both m'en and women professionals bringing

their families with them:

An -example of the process asit omits women

is the following:

?len are definitely preferred. In our 7.

department we, were never told Lthen con-
ferences were being held nor invited.
Men would go to California - we oftqn
only_learned about it later, If we!
went to Atlantic`-City, what we' did was
inspected carefully and scrutinized.
If there was a choice of men or women,
th.e men got 'it. We didn't knoW about
most conferentes. lie learned-about it
later circuitously. Ile often paid our
own. expenses'and )dter learned the

. chairman or another male faculty member ,

had his expenses paid. ,'

Pighlighting the nation-wide,differehcein

athletics; one faculty member stated:

Men go to more national meetings for coaches
/' because there aee more organizastions in s

volving men in atMetics. The women in the
,department will 0 to core meetings .as the
women's teams join national athletic con-

4
ferences:and this sort of thirig is now
_happeninti at F.D.U.

,One woman asked for a sabbatica) and received terminal

instead. Ihis woman, a low perceiver of discrimination

anpar,e'ntly,needed the leave in order to fini.sh her

dos.torate-, to* comply with one of the reasons she was' told

she was being given.a terminal:
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The Sen.ior .comriittee which.voted on my tenure
a nd promotion consisted of all men,' except
for one woroh4, The woman voted.for my

A %termination on' the grounds that I did not .

have the Ph.D.;.,howeyer, the ',test
the*Qommittee voted for termina 0 and then
proceeded to f-.commend a nal,e-', n ructor
without .the' Ph. P. for both, to e and

. promotion to Assistant,Ptof:- sor. The male'
Instru,ct ror came-to ti vesitytafter- I-- did,
He stated to me t,,o- a --does not intend ever
to get a Ph.D: have profitiency in two
languages whil: he has only one. I.feel
'that there w no logic in which of the two
Instruct was terminated.on academic gro s.
It Was :,e clear case of a man beini Cho over
a man. ,

, .

o

Travel to CoforenceS

Many examples of subtle discrimination were gi en

'h'y women resporiderit-S:

In- travel and leaves, women are-1 discriotha ed
against. There 'is no money for women. T . ,

men do' get some. Women haieqo pay "their own
way. This is true for the: Dental 'School Mere
it is, the 'doctors who receive expenses-a d 'the-
'dental hygienists who do, not.

Men find it easier to bake time off a reat
Real.

It is.my impresSion that men much nor ofted
money for travel t. conferences.,

We have had so disrimination in , ravel an0
conference's,. .Expens s are more -readily approVed
for adminiStrators nd most of those are\men..

Research Grants a d Publication.

- 62.% of the respo dents attribute!! ° discrimi

nation td" women procufringresearch grants or getti rig

published. 14% didonot know whether such discrimination
.

existed'. The remacinder, 24%, ,felt defipite forMs pf

discrithination. These .proportions closely matched the. .,*
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espondents' repotqs tiw.:57% of-them had published

in the last 3 years ,in their area of specialization.'

Several women reported unsuCcessful'attempt*s

to have articles or hoOkS'publtshed'.

It is reugh., for women to present raper- -s and
to publish. In our profestion, many men in
leading positions Whb publish and present
papers do not- have doctorates but women
need,doctolkates in order to get any recog-
nition.

'My work on black fnglish is' sore of the_',
best that has, been ,done, It was completOy
ignored by publishers so I published the
work myself. The :hook has done so well

,/ it ,is about to 96:into a second edition.

Sometimes the diicrimination is 'fell pt the depart-

.merit level. Several Women in physical education reported

,perceptions, of discrimination, because they wanted to do

some research and the derla tment thinks such activjty is
r

trivial and unnece,s.sary. .he bias against scholarly

JOOrk in general.,means,that they would not net leaVe to' do

2=- such work.,

To sum up the perceptions of discrimination:,

Omen are more isolated from men,as mentors;
they are not' groomed tb publish as men are,
yomen are isolated from the, mainstream of
the disdipline because men'are doing the
more serious'-work.and prefer men at'
,co-workers,, At the University an absence
of University facilities and absence of
collegiality is notable. -Women come
handicapped into the competition for
putilication. They:don't know many editors !
and publishers amd Oependibq the gbod,
.graces of men to advance them.

'164 ,-
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ether worm' have published and ,felt that the -esearch ip the

social sciences that women have produced, has received

less recognition than that Of men particularly citing

the qualitative research of women compared to highly

quantitative research everal :women Alave

published an&won awards sr their pub and cited

this'os evidence th,at there was-nodiscrimi

publishing.

One successful woman felt that women have.t

n in

pred6ce.superior material, othervise men's work is

recognized first. Yet this woman klaned women themselves

%-' 'for4 -not,pre -ntinq papers. She felt that womed do not

take t opportunity to advance to hinher positions:

Het" fntervieWer felt that this was evidently a woman who

had made it and seemed to blame other women if theylad.'

not,achieved some.kind.of status. This attitude vos

.recently dubbed "The Queen Bee Syndrone" in Psychology
45

Today.

"

Severe'women who felt there was,no.diseriminationi.
.

in these areas blamed the fact that they had not published

4ntheir ownyroCrbstination,-orVeir own inhibitions .which
--4 :

hai# kept them from.writing. .These womensdid not perceive!

c

thelrisolation'or absence,of encouragement as distriMin-
k. 4. .

. 'ationianct would benefit from institutional support.

ce.

.
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Most of the women who hold grantS in the .University

'''aregin the natural sciences, such ,a*4 chenist0 and biology:

Fewer who hold grants are in language, fine artspstchologi

and education. Even among those who have grants there

was some perception -of discrimination in tha't larger

crants seem to go to' men, On woman had been declared
/

ine igi0e for ,a grant becau e she'clalyhad '" one -year

cont act. Another cited that oinen -had trouble getting ,

grants out of l?shTngton, D.C. One, woman stated that-.

no money is egiven,t6 women working on projects. that have

beenjederally funded in the nental School. Another

cited the rejection of child care in her.research proposal

to enable her to pursue her project. As one woman put

it:

At
r

F.D,U. generally grants no to men.uniessit's-...
extraordinary. If you have an important sponlsor,
this will help.

One wompn provided insight into the difficulty some 40men
.\

have with resea h grants:
,

I find it ex remely hard to fill out the
laborious% to ious papers required, although
I an now doing so. -J don't know the "con- .

parable data all. t my male colleagues but 1

know I have been emiss imwreplYing. I

wouldflaq to elo research on women and ,
Violence, however, and T.'am plannino to'
prepare a prorlosal':far a'faculty grant.
1 am not knowledgeable about the protess
of paper presentation.: The editors of
journals are all men. It's hard,0 pin-
point.any particular experience, 1 dtd
shate a rejection from a journal which is
important in my filep. .The revisions

-

they suggested I felt would-destroy the
major contentions of the paper. 1 wrote ,

1064



them back teiling:them this and never,
hearld anything further.

A similar perception was that of the woman who stated:

I think it is based on the professionl
reputation .of the person involved. I've'
never asked for any -arge funds. I did'
apply last-summer for a' F.P.U. grant
andsnexer_received an ans'wer from the
administration.

A few women felt that women are almost .favored now, one
2

in particular because-she was selected by a major

national foundation to head a professional institute.

She, in turn, selected some women based on their quali-

fications to assist, yet she didnote the lack of women

in the_field in general and the low level of females

compettng in scientific endeavors,

I t should be noted that approximately 1/3 of the

immen interviewed ,dad received grants within the last

five years, although allmost half stated they had not...

(The remainder did not respond.) The non-researchers

included women in fields such as nursing and physical

education where-research was not''a priority at all.

More than. half the women had published within the' last,

'fille4fears and a number of them had putlished'a considerable
-

amount of professional materials, including book reviews,

articles, monographs and textbooks.

Recommendations

) Colleagues in all'departments should take note

of the 'subtle biases in the '.s'ys'tem which make it much more :

difficult, for women t.14a4le. mOng knowledgeable'ibout ....:

167:
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the process of obtaining grants; presenting papers, and

publishing in order to. vaximize prffessional develo-
; ,

vent and c'rowth. 2) The UntveOsity4 central resources,

including the -Office of Academic Affairs, should particu-

larly focus on aiding wnmen. 3). Women should be en-

touraped to regueSt travel'to conferences, sabbaticals -and

in-sey.vice training,

Women's Movenent

Many women noted the inpact of the /omen's

movement nationally on their own perceptions and those

around them. 'One womanpsychelogist _challenged the

validity of the interview schedule because it did not

. 'attempt to differentiate between women'who Were part

of theWomee's movement and ihose who were not:

Apparently reflecting the viii that women in the

women's novenept tend to he "neurotic women who third.

thei have been discriminated against" la view held by

only 26% of women responding'to the Pedhook 1972 male

questionnaire, with 48% viewing membership in the

women's liberation movement made up of well adjusted

, 46women with legitimate grievances). one F.D.U.
. ,

respondent was concerned that some worsen see "everything

as discr-tminat4On.

About. 1/3 of Oe sample Volunteered cdmments :and

opinions about the, women's movement. liost/of those

voiced sentiments of sympathy with the movement, or .

involvement, ranging from peripheral toactive. One

. . 1
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elder woman 'who was not a meer stated that she is aware'

that-she has -benefited from the impact of Women'.

.organizations. She feels she comnands greater
A

respect because students have,begun to see women

differently. /Others %fere hopeful that because of the

'presence of the women's movement, the academic-situa-

ti-on may change for mien.

On the other. hand, tose yho were either bewildered

by the novenent or hostile.to it stated such opinions

as:

llomen's lib does not involve n? because 1
am able to flake ny own way and would recommend
that other women behave -in a fully competent,
professional, manner and they too 'will make--
it in the world;

"'hen ne deartmentchairwoan-voluntarily left the chair-

personshi P, she received spontaneoUs offers from two

feminist oroanizations who wished to support her in retention

of it. She rejected both.

A few women felt doubtful that thefr interviews

would be °Carly value since theywere not,part of the ;

liberdtion movement. One woman who described intense

feelings of social isolation from her department was

beginning to turn toward the Women'sCaucus as an avenue

to help her overcome her, feelings of non-involvement.

in the University. This example tended to confirm

the perceptions, of one active feminist, 10 stated:

169.
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The respondent seemed to have little use
for collective action, but I'm quite sure
that in. terms of redressing ce-r-tairt kinds of,

inequality, such as salary inequalities, she
would be more than happy to join in collec-'
tive action.

Women who were on terminal contracts, did not necessarily

embrace the women's movement. For example, one woman,

who was not strongly' in favor of women's liberation and

does not feel that there is general discrimination

against women either at F.D.U. or at other institutions,

nevertheless felt that her situation was a strong ,case

cif sex discrinina-tion, She compared her own status to

that of a -comparable man who was promoted, while she

was being vrminated.

In sum, the status of the women's movement at

this University would appear to he at a very embryonic
,

level. Faculty women seized on the appointment of the

tew women chairpersOns, the one woman dean, the one woman

vice-president, and the iiii-ewe-man trustee ai examples

of the chanainn role and status of women at this Univer-

sfi'y. Yet, the comparison 'of the statistical data with
-

their percept ions Can- be presumed as evidence of vast'

discrepancies between- the status of men and women gt

The data are either untnown to the women inter-

viewed or rbelieved to be the result of immutablesocietal

patterns ofm'ale-dominancer As pluralistic ignorance

1.
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gives vay to informed awareness, it is probable that women

will be more apt to joinin collective action to assume

their legitimate place in acadeRe.

Reactions to Intervieil

The fact that a study such as this was being

,con4cted was itself cause for eliciting strong *feelings

of gratitude on the part of many women. They volUnteered -

their corments and criticism of th kinds of questions

that were*raised, praising those which forced them to,

contemplate theirs owc perceptions of sex discrimination,..

None crticized the fact that such a study was being

conducted, nor were many afraid Of backlash from male

colleagues. But some constructive- criticisms were made

by women who have done previous attitudinal studies.

The chief cause for concern was whether confidentality

could he pr'otected'when woeil,Are so ,few and invisible

in this insiitution.' This concern was voiced by women

at., all ends of the spectrd'm perceiving high discrimina-
-,

tion.or low discriminationaving full Professor rank

or Instruct6T rank.' 1,t Was in keeping with the oeneral

belief that it had been a long hard climb that is not

olier, that one nust constantly be on the watch and on

vuard.to protect, one's status and to avoid arousjnq

collegial displeasure.

. Another reason why women do not protest their

status at the University is that.some tee their sex

as an advantage. For example, somwomen reported that

171,
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their department head had' been Or2tective by avoiding night

teachingforthem. ,Some fit t at it is easier for =

a woman-to get "around" the me by ,being feminine
0

c
_,

and as one woman put 't: c ,
-,,

I'like being a woman ndfreated Like or.e -
It has more a vantag s than disadvaptages.

Several worsen felt that ar competent woman tiAlly44.411114

probabTy Cret-more consi/e-ation, than men,, that women

have an edoe bec use he market is ripe i--;i44., nOw'for
. .

Vomen writers,, and hat the government,As Oting more

Tirmoney for femald,ins structor and studen s today.
, .

I . -.'- (The latter comment was offered by one young beneficiary-
.-, ..

of such an aid program' who was leaving tge University

for ,dvanced Opportunity. Some women attribute the situg7

t'on to "the *torah berself", while other do-not Agre'e
A

with those womenjtho feel it is "their on fauatmj
4 7.

very fe-w women are chmen.for leaders.hip,eosjiiges.

A few women, who have served-as thairWoMpn, noted thpt

if they were in that' position today, they, would defini,te,ly--.

increase women's entering Salariis. At the time they

Were the "first" chairwomen they did riot feel that coura-
.

oeus,,ndr all that perceptive of the, patterns

discrimination, nor that su'Oportive Of .other women. If ,

existing patterns are to be broken,.! onsiderable re- -
.

education and re-socialization ofwomen'currently"at the

University must take place.
,

ti
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On the whoTe, it is clear that removing

institutional harriers' woud,meanimore t n simply zreaing

' opportunities that are aqual,to men and rlbtnen.

Summary

The -most, striking finding of the-tn-de-pth

views was the propOrtionately low amount of perceived

discrimination dmoing women who have clearly been "tracked"

alona a second-class route to academic success., Their

expectations anal aspirations have been considerably

diluted, judging from the extent of sex differentiation

inrank, salary, tenure, promotion and collegial respect.

The lack of collegiality influences` their low level of demands

forreeDgnition in peripheral amenities,-such As sabbaticalS

.travel, and frinne benetirs, anfl-prevents.theM-from

substantial invol-verent in decision-making.
3

the whole, they;re delighted to be part of the

cademia community/and are caught up in the pressures

of performin'a their jobs and fulfilling their home

_commitments. Their lack of awareness of cumulative

deficits experienced by women, at F.D.U. leaves them,'

unprqpared to assert themselves in (heir own behalf. ,

Thus, it is-necessary for external change agents, such

as'affirmative action progkMt and federal guidelines,/ .

4410. Ntd,come to,their. assisp.44#.
.

.(

,t

,

,It-is Clear i.hat..removing institutional 4arrIer -,
%..

1.0 meanmore than simply creating.opportunittps.that.
..

,
.

. ,

L

ecitia 1 to-'men and women. They, require incentives its

4
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the form of role models, and rectification of past

inenuities.

The recommendations, therefore, go beyond legal

requirements which must receive compliance. They

include area in which the data suggest implicit

solutions to the, probleMs revealed, and which-have not

yet been analyzed hial scientists.

All recommendations are thiise of the Project

Directo_r_, after consul=tation withAmmen's rights

orn ions outside the University and offi6ials

within. ey are designed as a. startingli-Oi'n,t Tor

iqernal-dialonue among constituencies of women and men

4ratillty,,administrators, staff' anti students. '

Because of thelemergirp. restructurincj of relations

between the adMinistratiog and faculty as a result of
.

collective bargaining and affirmativvaction, the :Heed

for specific mechanisms to redress past inequities can

only' be suggested. r,oll'ective bargaining and affirmative

N. actin' groups should respond to each area. 11bileaction'
-'''N

,,,
-, affirmative action has specific' federal guidelines;1

:-...

11

N,

collective 'bargaining has m6,re:laeitude in nesoii.ating. ,,__,,,A
. ,.: t

In; addition 'to high-rallkin4 affirm4tive,a;tion ,-
,

1

officcr in ,centrai,idRinistration,
,

each campus.shouldhaVe

a.futl-timelaffi;4Mative'actioncialist to gather And

disseminate data; -6du6,1'tp faculty, staff, studenis'and

administrators; and tor implementation of an iffirmAtiye
,o,

fl

IP
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action plan. The monitoring process is crucial to the

effectiveness of the plah and requires procedures

emPloyihouniforrm/'criteria for recruitment,- hiring, pro-

motion, tenure and salary.

While all recommendations in -the report deal

,i4ith women; they should he construed to.appiy,equally

to other- minorities as -well. Racial minori-14

including b lacks, Spanish-spea, .11, Mexican-Americans

and Asian-AmeriOns, have also suffered cultural and

economic discrimination. These groups also share the

reluctance of some of the successful Members Of both

groups to assist yolinger and more militant members
47

to attain more satisfactorysituations. But, while

racial minorities can indeed develop a separatist way

of life, women are economically, socially and psychologically

more dependent upon men:, it is, imoMbent on women to

:-buiid-group solidarity to increase omen's sensitivity.

to their plight. It is also incumbent on male-dominated

administrators to dAonstate,the leadership re-

quired to anticipate the demands inevitably to come from

women and improve theW'Status accordingly.
6-

1

s
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APPENDIX
TesAwription of Respondents Interviewed

Table 1_ Percentage of Full-time Faculty 'Women.

Interviewed.

Interviewed

Madison 18

Rutherford 26

Teaneck 34 f

Total 78

Refused
Interview

0 of Nmen
Facylty

0 20

4 36
#-

6. 44

lb 100:

% of Women
Interviewed

90% -

72%

j8%

I

.er

0

Co,

.116
, .6646 46

0

vl '
a



Table .2.

PPPE !! P I .X

Respondents Rank
% of Women Respondents

University radison Rutherford Teaneck

% of % of % of % of-
Women ,Women Women Women

Professor 10 ,

,/ Assoc. Prof. 27% 48%

Assist. Prof;,___ 46% ,

.
50%

/

Instructor , 17% 16%

8%

35% '20%

34% 53%

23% '12%

177,

r
/
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Resiondents Tenure

40% of the women interviewed had tenure while:

fiO% Od not. The -14tdison CampuS had substantially

fewer women with tenure included in tyre S'ampl-e than

at either of the ,other-canpuse's (22% compared to

50% at Rutherford and 41% at Teaneck).

Table'3. Pespondents tenure

b.

,

Univ. Madison Rutherford jeaneCk

Had tenure a :40% 22% '50% 41%

Did' not e ,..ter6re 601 50%, 59 2; '

e.

178
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Respondents' Sal ery

Di s-t-ribu.tibn of t spondenfs by salary

ii?,s__asr.fQ1lows: 520,000 to S25,000, 10.3%;

S17 ,00n;=to 5,19,999, $14,000 to S16-;-9-0; 25.6%;
t

11,000 t:o.5la;999., V'); and under S10,999,
J

At the highest fend of the scale, 'no 0pman earned

$25;000 and' over. The largest percentage at each. cam

$1-1 ;010 to. $13,999. category, exceptfell within

for Puthccrford wtfere the la\--gest' number darnek 514,000

-to $1-6:994 and where no wom.a.n interviewed earned under

.$10,'999.'

Table A. Respondents by Salary

-t-Uniy--ersity Madison .

.13,000 - 24;99'9 F 10`

,000 19; 999 27 2

t. ,

14,000 7..16,999 219 26 2-8

`3.9

9

.R"utherford Teaneck

11,000 -13,999 '27

--uncir. 10,999

Tptal

4

-s.

2

ig

.
:

17.9
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Respondents Age

largest percentage Of respondens was in the

upigp of 41 years of age (35.5%)Y.

nexf larnest,groUpinc was t-het 51.to 60 years of age.

the sanpl e were 31 tV 40 years of age.

12'4 were tinder.30 and only 4% were-over'60 years of age.

. Sizable differences,among the, campuses were noted,

cularly at MadisOn, where there were no women .in t-114,

over 6,0 group and at putherford, which had more than
,

twice as' maw, in that age group than Jeanetk. -At the,

0
.other end"of,tbe spettrum there wRreonly 4% of the

Linder Ruther'ford, compared to 11Z at Madison and

19% at :Teaneck under 30. .qeanecOs-respondent pop-

ulation was most heavily concentrated in the 41 to 50

ace group' p. while Puthe- ford's Acm.inant age group. was-,

51 to 60.

bl 9( 15esp.ondentsty Age

under.. 31

31 - 40

41 60

51 -'60

over .60

. .

Univers"fty Ma.Oson Rutherford Teaneck-

337

25 %,

. 47-

4% . 19%

23% . 19 «-

.27%. 44%

3 16%-.

8 3x

180-

'

.
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APPENDIX

Respondents Marital Status

University-wie, more than half the respondents

were married56) With 25c, Sinale, 5% separated,-

'8% di-vorced, 3" remarried and 3% widowed. Carnpus .

. _
. ,

a

ti-ffe-re4.c.es____Iltre notably that 65% ofTeaneck respondenti

were married, considerably ,urethan the Rutherford

and Madison campuses. At' Madison far more vomen'

respondents were in the sep,arated,-status (17'.4) compared
.

.

to,a at _Rutherford and 3';; at Teaneck. Al So there were

no divorced or remarried vomen in the sample at Madison.

Table 6. Respondents by Marital Status

I

University

Married

, Single
---

'*
Z
'Separate

Divorced

Reigarried.
. ,

Widowed

5C,%

25%

5%

8%

3%

3

Madison- .Rutherford Teaneck
, .

4. _ 50%' 65%
4 .

28% 34% 17%

17% 0%. 0 .'

0% 8% .12% .

0% 4% 3%

5%. 4% 0%

, -
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.00).14.Kuldents' Number of Children

,Almoitst half the respondents have no children

with 10" .11a-ving.1 child',.32% having 2 children,

10;; with 3 children and 4% with 4 or more. Uotrng

campus differences, at Rutherford there were no respondents

with 2 children. Teaneck has the highest pro'p6rtion of

women with no children (65%)!

ti

Table 7: Respondents by number of Children

, .

Univertity Madison Rutherford Teaneck

No children 5.6% 54.c.4 65%

l child, 10%. 33%- 65;

.2_child,ren , 22% - 0%- -17%

children 10% 5%- 9%

4 .or tore 4% '0% '-.41 3%

7
-."' . : ,.

.-.
. ..

-.
. .

...... a
't !- , . 4---..1*-

f° ..' ; . 14

2
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Plunder of Children Currently at Hone

This catenory for which there were 31 total 'respond-
ents, the hulk had 2---thi ldpen at hone .(48;') with 36%

having 1 child at home and 16% with 3yf.ildren at home.
Thus, of the 44 worsen" with chil,dre 31 or almost 75% of
them apparently have children -fit home. That hulk of
respondents with children are at the Teaneck'_ campus and

the fewest at Madison. 53.% of the Teaneck women .have

2 'children at hone.

Tabte R. Number of Children at Home

University Madison Rutherford

1 36% 50% , -- 50% 26%

2 48', 50% , 25% 58%

3 16%16% 0%. 25%. 16%

41.

ReslOondents', nepartnent
-

.

esppirdents were drawn froth 15 -departments-in the.total. Onive "ty. The sample -ranged from .1 -to 13
n any cimn fdepa tment 'with the largest category. includi-ng

Selence, Soria I lry&,--.1-Mstory and Phflosophy,,

, t,
Auffifiea. .The glargest perentag f respendefts we4e

'
i

. -..inn Sodial Science, in Education, in nguage and ip--
.).. - -Psychology. Neale -o.f. the -re-mainini depar 'tin reptesented

.,,._.
as much..as 10% of our saya-ple -resOo!tdents.

s , 1.8-3*
' .. _

. -%
-:-. ,.

..-,,.
, .11
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,
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Respondents' College

Arlong the respondents R3 % were in -the Conege of
4 -

4

Art-nd 'Sciences , 13% in Education,-3% in Busine'ss and,.

1% in. Dentti'stry wi th no respondents from the Science

And Engineering- college.

Table 9. Respondents by College

University Madj son Rutherford Teaneck

Arts A Sciences
0

83% 83%
. .

76% 82%

Educati on . 13% -'- 17% 21%. 8%
, v

-Bils1 nes s , 3% Q% 3% -3%-
-4IAP ,

0 .

' ..Sc fence A.

-Enginee.rinct 0% 0% 0% 0%

Dentri s try 17. 0 0% ' 67,-

r

O

al 11 -*
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Respondents' Degree

The hjOest degree, Ph.P; or Ed. D., was h0c1

by 45% of the sample with 42% having attained the M.A.

or rkasters and 13% .the B.A or $.S: ,degree. taiRus
,

variations-eee notable.in that at Teeneck_62%,

at Madison 44%, tnd atRatherford-only.28% of the

sa'.ple have the highest degree._

Table 10. Respondents' Degree

University MadiMadison t Rutherford Teaneck

T
r

45%' 44% -28% , T 62%

M.-f1. 42% 50°.= - 66% 32%,

rt. A. 33%, 6% 6% , 6%

'TA

1

f` .

VW.

k.' a
4

,
*S

.'t-4t -4 .vr

ja oe.. ,

ti

et

c- 6
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APPENBI,X

13espondent,s' Time in Rank
5*:

Th,ree categories were establish6'd for time in
0

rank and applied to the sample. Based on the average time

-in rank established statistically fox the antioe popu-

lation of the University, the first category was defined.

as those longer in rank than -the average; the second

Category the averane time in rank; and the,,third, shorter,

time in' rank.

Mo't of the women in the sample fell Into the.

y
category lonaer in rank than average M ().- Only 11%

had hen inxank.the average length of .time for all Uni-
°

verSity faculty members and 19% of the sample had been.

shorter length of,,time than average,. DifferenCes among

campuses" noted werQ:'at Rutherford her an of the women

respondents had been longer in rank than the average compared

teU.2 at -Teaneck and 54% at -Ndison shirAng th4t 'category.

KadisOn had,far'More'Women who had spertihd:;verage time 4

*.

"
.#

in rank than the-othe campuses, (23 %); Compared to
-,

Ru.the'rford, P%),, and Teaneck (5%): At Teaneck 30% of

the resTonden-ts'had spent a' shorter time. in..rar); than the
4

average compared to 23% at PadisOn and only 8% at -

1
k

Rutherford::

.

.10
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P.espondents' Time in

Longer than Averane-

Average

. Shorter than AVeraq-e7"------- i

tl'ad Rutherford Teaneck.

70%

11%

19%

54%

23%

23%-

83%

9%

65%

5%

30%

ti

V

°

^-,st

7

S
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4

Respondents' Years 4It'f.0.U.

Respondentswere grauped'into'6 categories as

follows: 13% under 3'years, 3 to 5 years',

35% .- 6 to 8 years; 15% - 9 to 12 yealrs;°10% - 13 to

20 years; and 1% over 20 years. Among the campuses

Madisen had the most 'recently hired women'. faculty

With 39%-riiiider 3 years. There were no women at

wadi son lonoer than 12-y,ears. At Rutherford there

were no women under 3 years at.the University.' At.
,

7 . ,Teaneck there were no 'women over 20 years.
I _ -:

Table 12. Re0ondents'Years at F.n.O.

'1

University Madisc*- Rutherford ,Teaneck

under 3 years 13% 39% 0%.

3 - 5 -26% 11% 31%; 2D%

%1

- 8 35% 33% 27% 41%
9 12

_1
15% 17% 27% ,

13'= 2Q 10% Ogg

nti

11%.-

14'
over 20 1% 0%

11; 0%'
4 ,

- ,

0 ,

1.

I

r

'

C

'
d' 1 !.
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APPTND.I. X

Respondents'.

,'Respondents were asked-whether they had published

since their first professional appointment and Auring the

last 3 years in their area of specialization. In the

University-wide sample, 57% had, published and 43% had not.
,

Campus 'fferenc included-
I

at .Teaneck 64% had Rublished,

at Madison, 637 and at Rutherford 43%. Thus at only

one campus, Putherfordva majority of women had not

Oifilish-ect:
..

,A - -----

Table 131 Respondepts 'Publications
to

, . .
University Madison-:-Th0Amr-ford Tean ck.

--,

,

--------
I .-

_ 631-1-1-4.-------11% --64.,- JI-s- !----- --

I .
Had .n-o- published

a

d I 37%_ 57%

1



0

46.

APPEND I X'

Rs'pondehts' Research
1

,./.Respondents re asked if they had received re4earc

'grants or awards,, sinc their first prOfessional appOnt-

m last five years. In-this.catego:rymt: and duri.nq

,

itilore,respo dents, ad not done research than had, 597

compared.to 41%.' Among the ocampuses, 41adison andiTrhec
6 -' . .

bdth had'a Maj,ority who had received research grant,
. /

53% and 54%

27% hdving,similar

respectively lith iNtherford women only

-1 O

el

experience:

IS

Peseareh

Had done research

Had not done
research 59%

53% ..27% . 4%
i

.

,

47cif , 73'% 46%

I

4

O'

5"

r



P.es,p dents' Feltolishirs a ssistan'tships
j"The m a ority of respondents had n r -received an

assistan ship or' tf4llowship (52T): 11-ailisn-ii edndents,-,

howeve , reversed the ttern with 5:4`Lhavinq received
an a istan_tShip or fel _owship' compared to 4 r, e,ach at

.444-.4_,d and'Teaneck.'

111101rareSirte

I - - 4. a n/mum_

11,

........

For-

7-a-ndtqr
ge11s. si"zstantship

stantslii,ps.

Rutherford Teaneck

asst

43% 43%

52% 9 36!" $4!7-
...;

57 v.

0

ss.

-

r

x

194

4

*a.

sr.
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Responrients', Career Interruptions

Althounh this category of i,nforrnation was not

:31ilicited it was determined to bear on the pattern

experienced by Women faculty members at F.1113, Res-

constructed data indicate that approximately 24 of the

43 married women with ohilden for whom'career Pattern

ata.was available'eXperienced some degree of career
.

interruption ranging from'ome ye6r to as much as

28 years. It appeared that approximately half the

women wh ad career interruptions Wre at home for

'10 art

ween10,and the 28' year maxi e. 17 married

women with children reveale no c terruptions

and'no information .co0d be gleame far the remainder.

nata are incomplefe'. ,Inclucled in tsose with no Career

interruptions are several women who thanged vocations

during the, course of their lifetimes and those who

were a to continue their caree-ra free"laRce'

basis.

el

0

192

-4

#

0 !



Table 16

A '13 P F, I X

'Distribution of Promotions betl:een pen. and Women
Faculy, 1968-1073.

Promotion to:

Professor

Associate Prof.

Assistant Prof.

Instructor

1Total

Professor

Number of Men Women
Promotions

0

)7 16 94.1 1

28 18 64'.3 10

15 12 80.0 3

60 46 76.7 1411

-Total_ Faculty: 488; 79.2: men; . 29.8% women

Associate Prof.c.

t Assistant Prof.

C.

C-.
r-

0"

-8

23

Instructor 13

TotAl 44

Professor

Associate/ Prof.

Assistant Prof.

8 100.0

18, 7i.3 5

9 69.2 4

5 79.5'. 9

otal Faculty:.471; 78.3', men; 21.7% donen

Instructor'

Total

0"

12 10 .83.3

24 24 100.0

15 '10 .66.7

5.9

,35.7

20.0

23.3

21.7'

30.8

20:4

i0:7

33.3

51. 44 86 .7 13.7

Total Faculty: 455;- 77.8% men; 22.2% women

Prosor .

Associate Prof.

Agsiitant Prof.

Instructor

Total

17 13 76.5 4 23.5

26 22 84.6 4 15.4

19 15 78.9 ,4 21.1

62 so-- 30.6 12 19.4.--
Total Faculty: 453; 77.5% :men; 22.5% women . 193



Table 16
' (co'nt'd)

Pronoti on

,PPEtlfrrX

. Humber of
Pronoti ons

Men Women
H 1.

fessor .

c

.sociate Prof. 10 9 90.0 1 '10.0

Assi stantyProf. 32 29 90.6 3 9'.4

Instructor 13. 10 76.9 3 23.1

Total 55 48 .87.3 7 12.7_

Total Faculty:- 459, 79.5% men; 20.5% women
i .

F



A P nnIY,
/717 D.fstri f Promo-Ylons. of ,en and 14onet

Ph.D., 19C8-69 -..hrourh 1972-73
'4

-t.
:e r. -r '!en Fac. 5- Women

Compared
to # Ph.D.

1972-73
3971-72
197n-71.

19(E-r,?

1972- 19 124 15.3 5 20
1971- 24 108 22.2 3 19
197 1 14 99 1L.1 0 i6
19r,9-7o 16 90 17.8 1 '14
7198-6? 14 96 14.6 0 16

1972-73
197:-72
1970-71

19E:2,-C9

197; -';3 31 225 '13.4 7' 37 18.9-197'
-72 29. 196. 14.8 38

197r:_-71 25 174 14.4 1 35 ,

19(,?-7".0 31 164 18.9 2, 32
19'"S-CP 23 171 13.5 2 27'

Prct ed. ''en Cnmared Prbndted- '20:10n
to #2h.D. v Ph.D. Ph.!).

9 58 15.5 1 1 8
3 52 5.B

\
1 9.

I, 44 9 .1

\
1 7

13 41 19.5 0 7
7 .44 15.9 1 7

iNther'ord

3 43 7.0 1 .9
2 3(' 5.6 . 0 10
7 31 22.6 0 12
7 33 21.2 1 11
2 31 6.5 1 4

fladison

7ear.ec.1:

-L

F

*, 10.5
2.9

, 6.3
7.4

25.0
15.8

., 0
7.1

0

.
if,

r
s



11
0

T
a
b
l
e
 
1
8

F
u
l
l
-
t
i
m
e
 
F
a
c
u
l
t
y
 
W
h
o
 
G
o
t
 
P
r
o
m
o
t
i
o
n
 
b
y
 
R
i
n
k

1
9
6
8
-
6
9
 
T
h
r
o
u
g
h
 
1
9
7
2
 
-
7
3

,
W
i
t
h
 
P
h
.
D
.

.
M
e
n

W
o
m
e
n

W
i
t
h
o
u
t
 
P
h
.
D
.

M
en

W
o
m
e
n
.

w
r

%
-

-
7
1
,
 
T
o
t
a
l

1
4
S
W

%
 #

i
n

R
a
n
k

%
 #

T
o
t
a
l

M
e
n

N

7
. T
o
t
a
l

M
A
W

%
if

i
n

R
a
n
k

%
'
#

T
o
t
a
l

W
o
m
e
n
 
.
N

7
. T
o
t
a
l

N
V

%
#

%
 
#

i
n

T
o
t
a
l

R
a
n
k
.
 
M
e
n

N

7
.

I

T
o
t
a
l

M
&
W

U
n
i
v
e
r
s
i
t
y
 
-
w
i
d
e

1
9
7
2
4
.
1
1
-
-
3
1

6
.
4

7
1
.
4

1
6

3
.
3

6
1
6
2

A
s
s
o
c
.

9
5
.
4

2
.
3
 
.

1
0
.
6

1
.
0

3
1
.
8

0
.
8

0
-
\

A
s
s
t
.

1
3

7
.
3

3
.
3

5
2
.
8

4
.
9

5
2
.
8

1
1
.
3

4

,t1
I
n
s
t
r
.

O
t
h
e
r
,

7 2
1
3
.
7

1
.
8

1 0
.

2
.
0

1
.
0

5 2
'
1
1
.
8

1
.
5

1
.

1
"

I

1
9
7
.
1
 
-
7
2

2
9

6
.
1

4
0
.
8

1
0

2
.
1

5
1
.
1

A
s
s
o
c
.

8
5
.
5

2
.
2

0
1

0
.
7

0
.
3

0
A
s
s
t
,

1
4

7
.
4

3
.
8

2
1
.
1

2
.
0

'

5
/
-
2
.
6

1
.
3

3
I
n
s
t
r
.

5
'

8
.
3

1
.
3

1
1
.
7

1
.
0

4
6
.
7

1
.
1

.
2

O
t
h
e
r

2
.
 
1

0
\

0
.

1
9
7
0
.
7
1

2
6

5
.
7

1
2
1

-
 
6

1
4
3

A
s
s
o
c
.

'

9
6
.
9

2
.
5

1
0
.
8

1
.
0

3
2
.
3

0
.
8

1

A
s
s
t
.

I
n
i
t
r
.

O
t
h
e
r

1
2 4 1

.
6
.
5

5
.
6

3
.
4

1
.
1

1
3
.

5 0

7
,
1

7
.
0

3
.
7

1
.
4

0 5 3

%
 
t

R
a
n
k

2
.
2

2
.
0

%
 
#

T
o
t
a
l

N
-
t

=
,

W
o
m
e
n

c
r
.
.
'

/
-
*

.

1
.
6

2
.
9

3
.
3

1 6
.
8

7
.
0
'

2
.
0

1
.
0

4
0

(



'
;

T
a
b
l
e
 
1
8
 
.
(
c
o
n
t
i
n
u
e
d
)

W
i
t
h
 
P
h
.
:
"
.

W
i
t
h
o
u
t
 
P
h
.
D
.

.
M
e
n

W
o
m
e
n
.

M
e
n

W
o
r
e
n

%
%

%
 
#

7
,

7
.

%
 
#

0
-

%
%

-

It
.
-
T
o
t
a
l
.
 
i
n

T
o
t
a
3

T
o
t
a
l

i
n

T
o
t
a
l

T
o
t
a
l

i
n

T
o
t
a
l

T
o
t
a
l
'

i
n

.
N

"

:
E
M

n
k
 
M
e
n

n 
m

sa
R
a
n
k
 
W
o
m
e
n
.
 
N

M
&
W

R
a
n
k

e
-
-
1

'
N
%

N
L

R
a
n
k

%
Ji

-

T
o
t
a
l

W
o
m
e
n

1
9
6
9
-
7
0

3
1

6
.
8

.
2

.
0
.
4

-
2
0

4
.
4

A
s
s
o
c
.

1
3

1
1
.
4

3
.
7

1
.

/
2

A
s
s
t
.

1
3

6
.
8

3
.
7

1
9

.
.

I
n
s
t
r
.

4
4
.
4

1
.
1

9
O
t
h
e
r

1

1
9
6
8
-
6
9

2
3

5
.
0

2
0
.
4

2
4

5
.
2

A
s
s
o
c
.

7
'
6
.
4

1
.
9

-
-
.

2
A
s
s
t
.

1
3
,

6
.
2
.
 
3
.
6

1
0
.
5

1
.
1

1
4

I
n
s
t
r
.

2
.
2
.
0

0
.
5

1
1
.
0

1
.
1

8
O
t
h
e
r

1

M
a
d
i
s
o
n
 
C
a
m
p
u
s

1
9
7
2
-
7
3

9
1
.
8

1
0
.
2

1
0
.
2

A
s
s
o
c
.

2
4
.
4

2
.
1

A
s
s
t
.

5
"

1
1
.
4
'
5
.
2

1
2
.
 
4
.
8

I
n
s
t
r
.

1
6
.
7

1
O
t
h
e
r

1
\
1
.
0

1
9
7
1
 
-
7
2

1
_

2
.
7

1
0
.
9

3
2
.
7

2
3
.
7

2
.
1
\

1
-

1
.
9

5
.
9

1
I
n
s
t
r
,

1
7
.
7

1
.
1

2
O
t
h
e
r

0

M
IN

11
11

11
:,.

...
.

.
1
0
"
 
2
.
2

1
.
7

0
.
6

1
0
.
9

4
 
7

2
.
5

3
1
.
6

1
0
.
0
 
2
.
6

4
.

4
.
4

2

1
.
0

2
.
9

3
.
9

7
1
.
5

-
1
.
8

0
.
5

1
0
.
9

1
.
1

=-.
6
.
6
.
 
3
.
8

4
1
.
9

4
.
2

I
-
.

8
.
0

2
.
2

1

1
.
1
D

1
.
1

.
'

1
1
.
1

6
.
7

1
.
0

1
.
9

1
.
1

1
3
.
4

2
.
1

N
.

2
0
.
4

1
2
.
3

4
.
8

1 0



(*
)

T
a
b
l
e
 
1
8

(
c
o
n
t
i
n
u
e
d
)

W
i
t
h
 
P
h
.
D
.

W
i
t
h
o
u
t
 
P
h
.
D
.

M
e
n

W
o
m
e
n

,
M
e
n

W
o
m
e
n

t

% T
o
t
a
l

M
W

1
9

A
S

'

A
s
s
,
,

ff

-
'
4

.
_
,

3
.
9

I
n
s
t

.
'
1

-
,
,
i
0
t
h
*
.

0

1
9
6
9
-
7
0

8
7
.
3

A
s
s
o
c
.

2
A
s
s
t
.

5
I
n
s
t
r
 
:
.

1
9
6
8
-
6
9

7
6
.
3

A
s
s
o
c
.

2
A
s
s
t
.
.

4
I
n
s
t
r
.

1

O
t
h
e
r

0

%
 
#

%
 
O

%
%
 
#

%
 
0

%
i
n

T
o
t
a
l

-
-
T
o
t
a
l

i
n

T
o
t
a
l
 
-

T
o
t
a
l

N
R
a
n
k
 
M
a
n

N
 
M
W

R
a
n
k
 
W
o
m
e
n
 
N

M
W

1
1
.
0

8
7
.
8

3
.
3

1
:

'

1
.
1

1
0
.
0

6
.
3

2
,
5
.
8

3
.
4

'
4

9
1

1
.
1

.
.
,

2
.

8
.
3

2
.
4

9
.
6

6
.
0

1

9
.
5

2
.
2

1
5
.
3

4
.
5

1

t
-
4
.
3
 
_
,
1
.
1

19
72

-7
3

3,
 .2

.4
--

"-
A

ss
oc

.' 
i :

2.
3

1.
1

A
s
s
t
.

1
I
n
s
t
r
.

1
5
.
6

1
.
1

'

O
t
h
e
r

1
'

(
L
.
A
.
 
-
F
.
T
.
)

1
.
6
:

4
.
5

4
3
.
7

1 1 2 4
3
.
6

3 1

R
u
t
h
e
r
f
o
r
d
 
C
a
r
u
s

8
6
.
5
 
-

1
,2

.8
3 3

,

%
 
#

i
n

.
R
a
n
k

7
 
0

T
o
t
a
l

'
M
e
n

N

7
. T
o
t
a
l

M
&
W

%
 
#

i
n

R
a
n
k

2
.

1
.
9

6
.
7

2
.
3

7
.
7

4
.
6

1
8
.
2

.

2
.
3

2
.

' 1
8
.
2

'0
4
,
2

1
.
2

1
.
9

1
.
2

1
0
.
5

2
.
4

3
2
.
7

1
4
.
8

4
.
8
,

3
,
4

1
1
.
6

4
.
3

,
1
.
1
,

1
4
.
3

4
3
.
2

2.
3

1.
1

6
.
2

3
.
4

3
6
.
2

1
6
.
7

3
.
4

1
5
.
5

%
 
#

T
o
t
a
l

W
o
m
e
n

.

:
1
2
.
5

8
.
3

2
.
8

4.



r
-

^
4

T
a
b
l
e
 
1
8

c
o
n
t
i
n
u
e
d
)

W
i
t
h
 
P
h
.
D
.

W
i
t
h
o
u
t
 
P
h
.
D
.

M
e
n

'

W
o
m
e
n
.

M
e
n

W
o
m
e
n
,

N
.

A
l T
o
t
a
l

v
i
m

%
 
j
r

i
n
R
a
n
k

%
.

T
o
t
a
l

M
e
n

N

% T
o
t
a
l

%
 
r

%
i
n

T
5
t
a
l

R
a
n
k
 
±
 
W
a
i
n
a
n

N
'
T
o
t
a
l

1
1
4
W

1
9
7
N
7
2
 
,

2
1
.
6

2
1
.
6

A
s
s
o
c
.

0
A
s
s
t
.

Z
4
.
1

2
.
4

2
I
n
s
t
r
.

O
t
h
e
r

,,
1
9
7
.
0
=
7
1

7
5
,
7

,
,

6
4
.
9

A
s
s
o
c
.

1
4
'

1
0
.
8

4
.
9

.
1

A
s
s
t
.
_
 
-
_
-
}
2

.
4
.
4

2
.
5

3
I
n
A
t
r
.

1

o
t
h
e
r
/

C
r

4
.
0

1
.
2

2

1
9
6
9
-
7
0

'
7

5
.
4

4
0

)
1

0.
8

3
.
E
1

A
S
S
O
C
.

3
7
.
5

3
.
6

-
A
s
s
t
.

3
6
.
4

3
.
6

1
2
1

2
.
2

3
.
,
 
p
l
s
,
t
 
r
.

1
3
.
0
.

1
.
2
-

2
'

O
t
h
e
r

0

\

1
9
6
8
-
6
9

2
1
,
6

1
0
.
8

7
5
.
4

A
s
s
o
c
.

j
1

2
.
3

.
1
.
1

.

A
s
s
t
.

1
-
-

1
.
9

1
.
1

4
.

.
.
.

1
2
.
8

2.
7

,
O
t
h
e
r

.4
..

fp
P

O
IM

M
0

er
.4

.1
0.

10
M

O
W

.
a

#1
1.

%
 
i
t

%
 
1

%
 
i
i

%
=
i
n

T
o
t
a
l

T
o
t
a
l
`

i
n

.
T
o
t
a
l
.

R
a
n
k
 
M
e
n

4
'

N
S
W

R
a
n
k

W
o
m
e
n

1

'
4
.
1

2
.
4

1 1

2
.
7
 
.
.
-

1
.
2

1

0
.
7

3
.
7

8
.
6

2
.
5

8

6
.
4

-
 
.
3
.
6

3
6
.
1

2
.
4

3

'

3
\

7
1
5

6

7
.
7

4
.
6

.
2

\

8
.
3

3
.
4

1

0.
8

1

.
4
,
5

2
,
6

0
.
8

I
-

2
.
7

-
 
'

1
,

2
.
\
.
4

c
e

c
.
,

6
.
1

6
.
4

.
6
.
3

'

9
.
1

,
6
.
5
,

2
.
4

3
.
8

5
.
4



e

U

.
,
.
,
T
a
b
l
e
 
1
8

(
c
o
n
t
u
r
t
u
e
d
)

W
i
t
h
 
y
h
.
D
-
.

,,-
--

:-
_.

,'

i
-
f
e
r
r
.

W
o
m
e
n

t
M
e
n
7

V
o
m
c
n

%
c,

- 
%

 #
%

 0
: -

7;
.,

. i
ii

,,
%

%
 #

4
'

%
%

41
; %

f!
,

T
o
t
a
l
 
"
i
n

T
o
t
a
l
'

T
o
t
a
l

i
n

.
s.

 n
its

'
T
o
t
a
l

in
T
o
t
a
l

T
o
t
a
l

i
n

!
i
 
T
o
t
a
l

,
,

.
.

.4
.

N
H
E
A
,
7

"
R
a
n
k
 
_
N
e
n
,

.
-
N
,

rz
a

R
a
n
k
 
'
,
W
o
m
e
n
 
N

/4
16

,T
ol

-
R
a
n
k

k
1
e
n

N
M
&
W

.
R
a
n
k

W
o
m
e
n

'6
,,

-
.
.
.
.
,
.
.

W
ith

o
t P

h.
D

;

T
e
a
n
e
c
k
 
C
a
t
I
p
u
s

7
.

1

'5
19

72
.-

73
.1

9
7.

'7
.

5
2
.
0

7
-2

.8
"A

ss
oc

..
5

'..
7.

7
2.

..9
1

,
1.

3 
:

,2
.1

.
,

-2
2,

6
1.

0
A

ss
t.

8-
.2

3.
9

3
3.

4
.7

2
2.

3
.

1.
0

i
I
n
s
t
r
.

5
,

2
7
.
S

2
.
5

1.
5.

6
2.

2
2

.
1.

1
1.

0
O
t
h
e
r

.

1
s

0
0
 
1
9
7
1
-
7
2

2
4
 
1
0
.
1

3
 
1
.
3

\
5

2
;
1

4
_
1
A
7

,
.
.
.
7
_
,

A
s
s
o
c
.

8
1
0
.
9

4
.
2

,
1

0
.
5

_
_
_
_
_
,
1

.
-

1
`
C
D
 
A
s
s
t
.

1
0
 
'

5
.
2

.
1

-
1
.
1
.

2
,
2

2
2
.

1
.
0

3
3
.
4

6
.
5

I
n
s
t
r
.
.

'
4

.
2
.
1

1
4
.
0

2
.
2

,
'
2

1
.
0

1
4
.
0

2
.
2
.

O
t
h
e
r

:
2

1
/

,
.

.
,

1
9
7
0
-
7
1

J
I
4

6
;
1
2

,
.

,

A
s
s
o
c
.
,
.

4
7

6
.
3

2
.
1

A
s
s
t
.

7
7
-
-
-
8
7
0
-
-
-
x

I
n
s
t
r
.

2
5
.
7

1
.
1

i

t
h
e
r

1
.

1
9
6
9
a
.

1
6

7
.
3

1
 
.
0
.
5

.
4
1
s
o
c
.

1
6
.
0

4
.
3

1
,

A
s
s
t
.

5
5
.
4

2
.
8

I
n
s
t
r
.

3
'
7
.
7

-
1
.
1
5
q

O
t
h
e
r

-
1
9
6
8
-
:
6
9
.

.
1
4
:
 
6
.
3

.
A
s
s
o
c
.

4
6
.
9

2
.
1

A
s
s
t
.

8
.
3
 
.
4
.
2

I
n
i
t
t
.

.
Y

2
.
4

O
t
h
e
r

1
-

2;
0

7
3
.
1

1
.
3

2.
9-

 0
.5

,\.
3

6.
9

3.
2

6

8
.
6

7
.
0

11
5.

0
2'

0.
9

2.
8

1
2.

0
0.

5
1

2.
0

-2
.8

5
4

5.
4

2i
,7

5
,

12
.8

2.
7

1
2.

6
2.

8

15
 5

.8
1-

C
A

2
3.

4
1.

0
7

7,
5,

3.
'

1
1.

0
2.

8
4

9.
7

2.
,

-
'6



-
O

3

0

a

T
ab

le
 1

9

C
o
m
p
a
r
i
s
o
n

of
T
o
t
a
l

Y
ea

rs
F
a
c
w
i
t
7
,
,
S
e
r
v
i
c
e
 
M
e
n
 
a
n
d
 
W
o
m
e
n

.

by
 R

an
k;

 b
y 

-C
pu

s 
'1

17
2-

73

.
T
h
s
t
r
u
c
.
t
o
r

y
A
s
s
t
.
 
P
r
o
f
.

A
s
s
o
c
.
 
P
r
o
f
.

1

P
r
o
f
e
s
s
o
F

'
'M

en
.

W
om

en
M
e
n

w
o
m
e
n

M
e
n

w
o
m
e
n

M
e
n

'
W
o
m
e
n

.

N
7.

 o
f

M
en

 .
, 13

7.
 o

f
W

om
er

t
.

N
7.

 o
f

%
 O

f
M

en
1.

'W
om

en
7.

 'o
f

M
e
n

N
7
.
 
o
f

W
o
m
e
n

N
%
,
o
f

M
e
n

.
N

7
.
 
o
f
"

W
o
m
e
n

,
.

-

8 11 7 5

.
-

-

'2
5.

3.
35

5-
22

.6
16

.1

°

'

. 4 4 6 5

..
-

'

.

'2
1.

1
21

.1
31

.,6
26

.3 ,
-

, ,

21 32 32 26
-

15 5 3- 3.
'

I
.

U
n
i
v
e
r
s
i
t
y
-
w
i
d
e

-

.

.

'1
0 13 15 32

-.
26

'
18 16 7

. .

7.
2

,9
.4

10
.9

23
.2

18
.8

15
.0

11
.6

-5
.1

,

'

2 1 8 4 6 2- -4
'.

2

,

6.
9

3.
4

27
.6

13
.8

20
.7 6.
9

13
.6 6.
9

,

'
3 3 4 5 7. 14 29 16

3.
6

3.
6

4.
8

5.
9.

8.
3

16
.7

34
.5

19
.0

0 0 -0
 '

0 1 0 4
- 

4

:,
, -

.
,

11
0.

44
.4

44
.4

' 15
.6

4
9.

3
23

.7
10

23
.2

23
.7

4
9.

3
11

.1
11

25
.6

n 
:1

1 
, '

j- 
25

.6
3.

7
1/

2.
3

'- 
.2

4.
2

2
4.

7
' 0

.7
'

,

m
...

...
...

..
0-

1
24 4-

.5
-

fm
'i

. 4

8 
. 9

1»
11

0 12
-4

5
3,

62
0

21
30

0.
7

0

r
.

3
3.

-



r

Table I% (continued)

Insprueroitemg.:.

(-Ken ,Women
% of V. of

N Men
-

sst. Prof.
Men Women
% of % Qf

N , Men N Women'

,

U. Madison.Caribus.

041 2 18.2 3 750 . 5 14-.3 1 -11..1
2 -3 45.4 0 f 11 31.4 -.4 - 22.2
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6 -7
-1:.,2 , 0 A 10 '28.6 ,0--
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.
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1 2.9 0

J
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,-- .-

,
..,- .......- ----1;-:-. itntl Cantor choices._

_

Marital status;
' 14'

'61effeCfs of Jilavital statusi-iii women-in fiend
.: ...

-
relative tri-men. ....---

:.----.
ie.

_ ,..44 . v

. ". 1$ Tti---0Sgal.- eipariences of Home-career conflicts.
-.---,0 -

-.4...# . .,, . . ... . _

--.0:, 4 -- Preferred aetivtiks at Fairleigti Dickinson. University
A.

.,.. . ,.- ,.,.... --?- -. . ,
--,r it.... Ifitervieweils der option of .actual =time alkAteci to eacli of the......., ..

1
... --.

' fitiluwhig f.tanclio,s dyuspa,Ted to preferred atkttilient.:
, . .. ..-, ,- : :f\-. ,

, : ... . .., .-- 'Y . .. ,:..
. ., si .. ..

. 00.'5.. ... -... ''''' f -...
_ .

-!* ';'---- ':;"7: bf::.-1 '.. .." ...." '-,T ari



b. Perception of differences'from male colleagues' allocationS:

(1) Teaching (4) Counselling or advisemun't
(2) Ite!:earch (5) Creative activity
(3) Writing (C) Committee service

Departmentsl.sex differentiation

Interviewee's perceptions of sex differentiation relative to,hqr male'r I

colle.igues in each of the following departmental areas:

a. Class or teaching schedule:

h. Load of major advisees

C. Lead of grheltelte adviseeA

d. Counselling assignments

e. Honors mentorships

f. Independent- study supervision
/--

g. Tbsi advisement

h. Substitution teaching

1. bepart mental committee n signments

j. Office space

k. Secretarial assistance ;
1.

1. Equkment

* in. Other

6. Coll e and. Univer.sitv s ice

4

..
, ,) a. iatervrewee'S pe pitons di sex discrimination in appointment'or

.t
.

...
.;.., election of women to celle0 *and untireOlty committees.
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b. Personal experiences of sex discrimination relation to committee

appointment or election.

c. General perceptions and personal experiences with male colleagues

undervaluing women's contributions to committee deliberations.

7. Personnel decisions

interviwee's perceptions of differential treatment in relation to

hiring, continuing appointment, promotion, entrance level salary and tenure.

b. Personal experiences of sex discrimination in personnel decisions.

c. Perception of extent of recruitment and advertising effort by

university and clepartalfint to locate women faculty or administrators.

8. Sex discriminati6n in university policies

a. Interviewee's knowledge of existing university policies in_the

following areas and perceptions of the benefits or deficiencies resulting

to women academics, compared ti, desired benefits.

(1) Nepotism

(t) Maternity leave (or miscarriage, pregnancy, abortion)

(3) Sick leave or temporary disability

(4) Loss of seniority

(5) Life insurance benefits available

) ospitalitation-benefits available

(7) Pension and retirement rights available

(8) Social Security benefits available

9



h. Personal experiences with the above policies.

9. Profes-:denal development

a. Perceptionaof differentiation between men tufa ii,omen in the.

granting of sabbaticals, leaves, travel to conferences, Cr in-service

training.

h. Personal exporlenees with above.

6.' Perceptions pf sex cliserbrtation in procuring re:iea eh grants,

presenting or' -publishing papers, boolif, or other creative or se ola l;

work.

d. Personal experiences with abovo. *

-St

10. Dem ographic data

14

Confirm data :1'V:111;1111e. Complete Missing data:

(1) Age,

(2) Aiaiital status (m.s.w.4.s.)
I'd

(3) Nuynber of children: (4) Ages (living with interviewee ?)

(fil Years at Fl)Fi (6) Total years relevant experiencer
it. .

teaching liner professional employment rclated'to field:
, .

(7) Yeatts---in current dep- artment (name of depa tment and field

(

of specialization).

8) Salary

(9) Bank

e tair1;
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Ti

, - .. _

(11) Time in each rant: held

(12) Iliglurt degree (year conferred)

(enrolleclin doetoral pr.ogram; in preparatiOh for candiditcy;

candidate for degree; dissertatic4 in progress; date degree ,expected)

(1;9 Publications since profeSsicmal appointment and' Siring

lart three years in area of spccialization: (books, texts, arljeleti..411 pro-

tessional journals, reviews in protesAional jonrnals, nonprofessional pub-

lication : ;.)

(1.1) Research grants or awards since first ptofessional

appointment and during last five-years.

(11.) Fellowships, Assistantships.

romment3:

Interviewer's Comments:


